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ABSTRACT

The major purpose of this study was to develop a process model for assessing

teacher competence in vocciiional and career education as required by California

Assembly liiil 293, known as the Stull Act. The study examined three major research

To what extent do teachers, administrators, and students
agree with elements of teacher competence selected to
meet the requirements of the Stull Act?

2. To what extent do differences exist among teacher,
administrator, and student perceptions of teacher
expectations?

3. To what extent does agreement exist among teachers,
administrators, and students relative to the stated goals
of vocational and career education?

The data collection process included a questionnaire administered to

teachers, administrators, and students; research site visit:; and interviews of

administrators and vocational and career education coordinators; and a review of

the guidelines used at each research site for the implementation of the Stull Act.

Six public school districts and one county program participated in the study.

The questionnaires were tabulated in percentages. Yule's Q Association

Coefficient for Pairs of Percentages was used to determine the strength of the

linear relationship or correlation.

The findings of the study revealed that teachers, administrators, and

students have different perceptions of teacher competence and they differ on the

stated goals for vocational and career education. The data obtained for this study

strongly indicated a need for greater communication between the teachers and



administrators in understanding the basic goals and concepts of vocational and

career education. Teachers and administrators need to become more knowledgeable

about the requirements of the Stull Act and its implementation as required by the

State of California.
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Chapter

INTROI)UCTION

The systematic evaluation and asses rnent of performance of certificated

personnel in the public schools of California is now a legal requirement. With the

passage of Assembly Bill 293, known as the Stull Act*, in 1972, the intent of the

California State Legislature to maintain a system of educational accountability

through the systematic evaluation of all certificated personnel is evident. In

explaining the intent of Assembly Bill No. 293, the Author of the Bill, the

Honorable John H. Stull stated:

In both the Assembh,' and Senate studies of present tenure laws, the
evaluation system was of key concern. Even in discussing dismissal
procedures, one conceptual question which arose was, "How do you
assess competency?" In Assembly Bill No. 293, I feel the legislature
has provided you, the educational community, with the guidelines
necessary for a reasonable assessment of competency. I would there-
fore now like to review with you the evaluation section of the law.

Among other things, the law requires each school board to
adopt a uniform set of evaluation and assessment guidelines for use in
evaluating the professional competency of its certificated personnel,
and further requires that these guidelines Le put in writing. In other
words, school boards are, under the new law, required to put down on
paper and make available to their certificated personnel guidelines of
expected job performance, guidelines designed to assist the certifi-
cated person in knowing what is expected of him, and how the school
board will go about reviewing his competency.

In the development of these evaluation and assessment guide-
lines and procedures, the new law requires that school boards avail
themselves of the advice of certificated instructional personnel. It

* This legislation is displa,,ed in Appendix A.
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was my intention from the outset that certificated instructional
personnel be reviewed by their peers. To insure that the criteria
established are appropriate to the field in which the employee is
certificated, I felt that input from the certificated personnel them-
selves in the formulative stages was essential. in writing this pro-
vision into the law, I envisioned this involvement being accomplished
through either a teachers' committee appointed by the superintendent,
or with the assistance of the certificated employees council, or with
the assistance of teacher organizations as defined under the Winton
Act. No matter which method is in fact utilized, certificated
personnel input at the formulative level is essential to insure a
quality product, and I am hopeful that you will keep this portion
of the new law in mind as you proceed with its implementation.
(See Appendix B.)

The Act also contains specific directions for the establishment of guidelines

to enable school districts to comply with its intent. Section 13487 of Article 5.5

states:

Guidelines shall include: (a) The establishment of standards
of expected student progress.... (b) Assessment of certificated
personnel competence as it relates to the established standards.
(c) Assessment of other duties normally required to be performed
by certificated employees as an adjunct to their regular assignment.
(d) The establishment of procedures and techniques for ascertaining
that the certificated employee is maintaining proper control, and
is preserving a suitable learn: environment. (See Appendix A.)

Recognizing that teacher effectiveness is multi-dimensional, the writer

asked the Honorable John H. Stull, "Should the teacher be evaluated primarily

against the intellectual, cognitive goals of education or against the affective,

attitudinal goals of education?" The response sent on December 26, 1972, stated:

In my judgment, any simple statement in favor of either cognitive
or affective criteria would be both misleading and wrong. like so
many matters, this is riot an either/or situation. Both cognitive and
affective goals must be considered in any effective evaluation. Just
as a brilliant teacher who scores at the top of n cognitive goal scale
but cannot convey his knowledge to others falls short of being the
ideal teacher, so does a person with all the right attitudes and inten-
tions who is lacking in intellectual skills. (See Appendix B.)
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As various school dish jets within the state attempt to implement the evalua-

tion process as required by the Stull Act, and interpreted ihrot gh the guidelines

provided by the California State Department of Education, many dimensions of the

evaluation process are presenting significant problems, i.e., the agreement on

uniform standards for evaluation, definition of student progress and the competency

of evaluators. This is particularly true in vocational and career education as the

underlying principles for the development of an evaluation system or policy for

teacher effectiveness in these areas have not been established, nor the specificity

of evaluation been recognized.

Vocational and Career Education

Vocational education is regarded as a unified program identified by

focusing on the development of employability skills, especially at the secondary

school level. Conceived by Sidney P. Marland, former United States Commissioner

of Education, the career education concept has become an integral comp, '(!nt of

the vocational legislative appropriations. Career education is defined as a K-14

comprehensive educational program which begins when the student enters school

and continues throughout the school career, and is designed to providc career

orientation, exploration, and job preparation. However, State legislative guide-

lines have not been developed for the implemeniatior of the career education

program.

The vocational and career education' teacher functions in c setting and

environment very different from that of the regular classical or academic teacher.

*In this study the terms vocational and career education arc used interchcmgeab:y.
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The students enrolled in vocational and career education programs often have

educational handicaps, learning disabilities, and special needs. These factors

indicate a need for appropriate criteria for assessing teacher competence relative

to student achievement, instruction, and program evaluation.

Given the California Stare requirements for the evaluation of certificated

personnel and the lack of uniform criteria for the evaluation of vocational and

career education programs and teachers of these programs, it is essential that

evaluative criteria be specified which satisfies the state requirements as 5pecifie I

in the Stull Act and which includes the input of vocational and career education

administrators, teachers, and students. Thus, the development of a process model

for the evaluation of vocational and career education teachers is viewed as an

important requisite in complying with the requirements of the Stull Act.

Purpose of the Study

It is the purpose of this study to develop a process model for the evaluation

of vocational and career education teachers which reflects the expectations and

perceptions held by teachers, administrators, and students directly involved in

vocational and career education. The extent to which 1) specific goals of voca-

tional and career education are thought to be important, 2) selected elements of

teacher competence are perceived as essential, and 3) ingredients thought to be

associated with pupil progress such as teacher expectations and the learning en-

vironment are held in agreement by students, teachers, and administrators in voca-

tional and career education programs will be exnlored and used in the formulation

of the evaluation moclel. The specific questions the study will examine are:
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1. To what extent do teachers, administrators, and students
agree with elements of teacher competence selected to
meet the requirements of the Stull Act?

2. To what extent do differences exist among teacher,
administrator, and student perceptions of teacher
expectations?

3. To what extent does agreement exist among teachers,
administrators, and students relative to the stated goals
of vocational and career education?

Significance of the Study

The growing dissatisfaction with the performance of public school students

has resulted in several proposals designed to alleviate that situation. These pro-

posals have taken many forms. One of these has been a legislative mandate in the

State of California. Assembly Bill No. 293, known as the Stull Act, is a direct

response to the lack of confidence held by many toward the public schools. Witness

the words of the Author of the Stull Act:

For a number of years, confidence in the public schools has been
eroding, not only in California, but throughout the nation. The
astronomical rise of taxes coupled with a growing dissatisfaction
with the school product, account for the very general feeling of
dismay....

The intent of the Stull Act is to improve the performance of all students by ensur-

ing that school certificated personnel is held accountable for student performance.

The enactment of the Stull Act has caused school districts throughout

California to evaluate teacher competency. The precise manner in which teachers

are to be evaluated has been and is a subject of great debate. This is particularly

true in the area of vocational and career education. Little has been done in

developing adequate measures for teacher assessment and monitoring goal
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achievement as required by the California State Plan for Vocational Education and

in accordance with the Stull Act.

The importance of teacher evaluation is evident; however, the criteria

used for evaluation vary widely.. In this regard some of the criteria used to

evaluate teachers include: (1) classroom atmosphere, record keeping abilities,

the submission of lesson plans and other required reports, personal appearance,

attendance, cooperation, and personality; (2) peer and professional relationships;

(3) pupil progress; and (4) a combination of the above.

While it is rather clear that a case could be made to justify many of the

above mentioned teacher evaluative criteria, the use of these criteria are subjects

of continuing debate. For example, part of the debate on the use of pupil progress

as an evaluative criterion results from the agreement that, if students are not

performing at an acceptable or expected level upon entry into a particular class

at the beginning of a school term then it is not likely that those students will

perform on a par with other students, who had no initial deficiency, at the end

of that school term. Thus, to evaluate unfavorably a teacher who is assigned

many students with educatiociul deficiencies who do not perform at the expected

grade level at the end of a school term may be unfair. At another level, it can

be argued that gifted or bright students from upper and middle class backgrounds

will generally achieve well academically regardless of the teacher. Therefore,

to evaluate a teacher favorably in this situation may be equally unfair. Both

arguments are not without merit.

Evaluative processes thc, would eliminate the bias inherent in the fore-
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going example, and or in other examples, represent an area of growing concern.

This concern stems from the fact that the ingredients of teacher effectiveness and

the manner in which these ingredients can be measured adequately are not

universally acceptable. In spite of this, the evaluation of all teachers with some

consideration of pupil progress is desirable. This is particularly true for the urban

school districts in which large numbers of students do not perform well academically.

The recognition of this latter point has been a major point in the demand for teacher

accountabirty.

Teacher accountability may be effected through several means: voucher

systems; performance contracting; financial incentives; behavioral objectives;

program planning budgeting systems; and uniform accounting systems. Regardless

of the method of accountability used the intent has been to ensure measurable

student achievement. Hopefully, this study will provide an essential ingredient

in the evaluative process of the vocational and career education teacher.

Limitation of the Study

The study is limited to twenty-five vocational and career education pro-

grams in the State of California. These programs vary in program sophistication,

geographical location, and diversity of student population.

Summary

The present focus on vocational and career educatioll is in response to an

educational need. The direction of all educational emphasis of the past has been

related to some historical need. Local, state, and federal governments are re-

quiring school districts to provide a system of accountability for their monetary



investments.

The State of California has enacted legislation, Assembly Bill No. 293,

8.

known as the Stull Act, which provides for the evaluation of certificated personnel

of the public schools. Given the mandate and uniqueness of the Stull Act, there is

a need to develop an evaluation model which will assist school districts particularly

in reference to teacher evaluation in vocational and career education

In the next chapter pertinent literature will be reviewed.
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REVIEW OF LITERATURE

The review of literature in this study limited to that which is concerned

with assessing teacher competency in general. Research efforts have not provided

meaningful, measurable criteria of teacher effectiveness educational account-

ability in vocational and career education. Assessment of teacher competency has

been based primarily on teacher behavior, characteristics, personality, mental

ability, educational training, student test scores, and verbal ability.

The Committee on Instrument for the Observation of Teaching Activities

(I.0.T.A.) reported in a study, "Measuring Teacher Competence Research Back-
.,

grounds and Current Practices, " that:

The first formal studies in this field were instituted before
the turn of the century. The number reported annually mounted to
a peak of about sixty in 1930, and since has stabilized to about
forty. Current developments, however, have created a resurgence
of interest in the measurement of teacher competence. The obvious
importance of education to national survival has aroused a concern
for the quality of our schools which ultimately focuses attention on
the question of teacher efficiency. The school administrator is
accountable for reliable evidence that the school is staffed with
competent teachers. The same concern for high quality in public
education rakes the question of high quality in programs for teacher
preparation. The institutions are actively engaged in experimental
activities to discover more efficient programs. Validation of pro-
gram efficiency calls for evidence that more competent teachers
are being produced.

With the revival of interest, a reasonable estimate of the
number of published researches on teacher competence approc,ches



two thousand. It is unfortunate that the results from sixty years of
research have not been commensurate with the expenditure of time
and effori. They have, in fact, been conflicting and inconclusive
to a degree that has led many otherwise rational members of the
profession to a defeatist inference that teacher competence cannot
be measured. It is difficult to reconcile this verdict with the fact
that many major functions in education depend on the assumption
that teacher competence is both variable and measurable.
(1.0 . T. A. 1964)

10.

It is very clear that the conventional role of teacher evaluation, assessment

of competency, and effectiveness shall be greatly modified under the provisions of

the Stull Act. Lucio and McNeil corroborated that:

In the past, the assessment of teacher performance has been
dealt with in amorphous and diverse ways. Someone, in some
fashion, remote or proximate to teaching, has been responsible for
the evaluation of teacher performance. As a result, evaluations
have been based upon every conceivable criterion, technique, and
individual style imaginable. Because many assessment procedures
have had IiItle relation to teachers' essential tasks, the reasons for
recurring criticisms by teachers and others are understandable.
Research on problems of judging teacher performance has served to
indicate the questionable value of some methods of assessment.
(Lucio and McNeil 1962)

Teacher evaluation in relation to educational outcomes has become pro-

liferated with a plethora of terms, definitions, schemes, and mechanisms. The

problem of developing adequate criterion-referenced measures is needed. Stevens

has indicated in "Psychology and the Science of Science, " that the concepts of

teacher effectiveness are defined in terms of the operations that produce them.

These measures should include four bask characteristics, (a) relevance,

(b) reliability, (c) freedom from bias, and (d) practicality.

William E. Brownell it "Criteria of Learning in Educational Research, "

proposed three classifications of teacher effectiveness criteria: (a) product



criteria that are defined by a set of goals toward which teaching is directed;

(b) process criteria composed of aspects of teaches and student behaviors believed

to be valuable for their assumed mediating effects on product criteria; and

(c) presage criteria that are guessed predictions from a logical standpoint com-

pletely s.emoved from the goals of education, as the bulk of research on teacher

competence has used dependent variables that fall into this classification.

(Ryans 1969)

In an effort to achieve a more systematic approach to educational account-

ability, some states mandated the Planning-Programming-Budgeting System

(P.P.B.S.). The Planning-Programming-3udgeting System is a management tool for

analyzing and evaluating an operation. It has not proven a panacea for education.

Roger B. Worner states in his article, "Evaluating Instructional Programs," that:

In most school districts, tht. inconsistency in basic skill
content between two or more identical sections of a program or
course is staggering enough to defy any attempt at evaluation.

...The development and implementation of a planning-
programming-budgeting system (including the design of learner
skills, objectives, performance criteria, criterion-referenced tests,
and costs by program) holds great promise for school administrators.
With expanded usage of PPBS in school districts, principals in
particular will be able to employ factual data in making decisive
judgments about the content and accountable direction of education
in their schools. (Worner 1972)

M.C. Wittrock describes a new strategy for evaluation research in "The

Evaluation of Instruction: Cause and Effect Relations in Naturalistic Data." He

believes:
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....that to evaluate instruction, one must measure at least
three parts of instruction: 1) the environments of learning, 2) the
intellectual and social processes of learners, and 3) the learning.
Second, the relationships among these three parts of instruction
must then be quantitatively estimated. New quantitative methods
developed in statistics, econometrics, sociology, political science,
and psychology are described for estimating cause and effect re-
lations in non - experimental data, although more conventional
techniques of multiple regression might also serve our purpose.
(Wittrock 1969)

Wittrock maintains that the two purposes for evaluating instruction are to

make decisions and judgments about instruction. School personnel make decisions

about instruction and about the causes of learning. Researchers try to understand

instruction and make generalizations about it and the cause and effect relations.

However, most research data and methods are modestly designed to evaluate

learners, learning or learning environments, but not for the more comprehensive

problems of relating the learner's interactions with his environment to his learning.

Wittrock's study of evaluation of instruction concludes that: (1) teachers, admin-

istrators, evaluators, and researchers are interested for different reasons in instruc-

tion occurring in non-exper,mental settings; (2) evaluation may be formal or in-

formal, the explicitness of the variables and behavior distinguishes the formal from

informal evaluation: (3) to measure what students have learned, changes n be-

havior must be meosured; and (4) salient characteristics of environments need

quantifying and relationships to intellectual and social processes, as well as

student achievement should be measured. Wittrock views his study to be one of

relationships between naturalistic learnirs environments and learners, and the

criteria for learning. He states that:
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Evaluation studies should contribute not only to
decisions about the specific instruction measured in each study
but also to judgments. knowledge, and understanding of teaching
and instruction. For too long me have compartmentalized theory
and laboratory research from practice and naturalistic research.
Because we now have useful methodological tools, in evaluation
studies we should try to examine the cause and effect relations in
instruction in schools, and we should try to obtain estimates of
the probability of our explanations being wrong. My approach
brings together educators, experimental psychologists, differential
psychologists, sociologists, and statisticians to work on a significant
problem of common interest -- the evaluation of instruction.
(Wittrock 1969)

The writer is particularly interested in the Wittrock Approach to the

evaluation of instruction. His approach has direct implications for Vocational

and Career Education teacher effectiveness and evaluation. Although, research

in utilizing Wittrock's approach is new and the benefits to be derived from his

approach are not known at this time, it seems logical to pursue his theory. For

the lack of better methodology, it doe.' provide reduction of error variance in

quantifying and explicating some of the relations which exist in instruction.

Rosenshine found that in an attempt to describe instruments used to assess

variability in classroom behavior, to assess whether the teacher's performance

agrees with specified criteria, to describe classroom interaction, and to determine

relationships between observed classroom behavior and outcome measures that:

Without adequate data on classroom transactions, it is
difficult for an evaluator to make suggestions for the modification
of an instructional program. Currently, three major needs
are: greater specification of the teaching strategies to be used
with instructional materials, improved observational instruments
that attend to the context of the interactions and describe classroom
interactions in more appropriate units than frequency counts, and
more research into the relationship between classroom events and
student outcome measurec. (Rosenshine 1970)
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Sjogren reported that in addition to observation systems, interaction

analysis, matrix sampling, generalizability theory, computer-controlled testing,

and mastery testing much wok is needed for adequate technol These needs are:

(1) Prototypical studies and manuals for administering and interpret-
ing studies using matrix sampling and generalizability theory are
needed. Most of the work in these areas has been at the theory level,
and even the few prototypical studies seem to be written for a special-
ized audience. Little application of the procedure will occur at the
classroom, school and district level until the concepts and methods
are translated for the evaluator working at such levels

(2) The broadened concept of educational evaluation requires
measurement and classification procedures for variables that are not
psychological. Consequently much work is needed in adapting the
methods of the social and behavioral sciences to educational evalua-
tion. ....

(3) The comprehensiveness of evaluation requires many decisions by
the evaluator. Study is needed on viable procedures for decisions
on what to measure and how to handle the mass of data. (Sjogren 1970)

Assessment of teacher performance by instructional program evaluation or

terminal performance behaviors of students is the responsibiiity of the school

administrator. Evaluative criteria are effective and operational only when desirable,

reasonable, and relevant to the teachers and students. Objectives for instruction

must be clearly defined and include some proviso for "side effects."

Program evaluation is a means of obtaining accurate descriptive information

about the components of the educational structure. The administrator should know

the purposes for which this descriptive information is obtained and types of informa-

tion necessary to enable him to meet his oL jectives and make judgments or decisions.

Misuse of information obtained from program evaluation can have adverse effects on

the total school program. It is therefore important that the information be used by
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trained personnel, teozher and administrator to cooperatively make the necessary

decisions.

The third edition of the "California definition" of teacher competence has

been published by the California Teachers' Association. The publication, "Six

Areas of Teacher Competence, " outlines six teaching roles and major functions.

Roles of the Teacher in Promoting Pupil Growth

Role h Director of Learnin-

1.1 Adapts 2rinciples of child growth and development
to planning of learning activities.

1.11 Recognizes and deals with each pupil
according to his needs.

1.12 Helps individuals acquire the skills of
effective group membership.

1.13 Works closely with specialists, parents, and
community agencies in the solution of
physical and mental health problems.

1.14 Makes and uses pupil records in ascertain-
ing needs, planning work and guiding the
learning process.

1.2 Plans teaching-learning situations in accord with
acceptable principles of learning.

1.21 Provides effective and continuing motivation.

1.211 Develops cooperatively with pupils
objectives for large units of study,
daily class work, and special
activities.

1.212 Arranges for differentiated assign-
ments to meet needs and abilities of
individual pupils.
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1.213 Uses a variety of instruments and
techniques for keeping pupil in-
formed of his progress.

1.22 Utilizes a variety of classroom activities.

1.23 Selects and uses a wide variety of
instructional materials.

1.24 Provides abundant and varied opportunities
for individual and group expression in
appropriate creative fields.

1.25 Helps pupil make application of his ex-
periences to many situations.

1.3 Demonstrates effective instructional procedures.

1.31 Provides a physical environment which
facilitates learning.

1.32 Makes assignments skillfully.

1.33 Provides opportunities for wide partici-
pation.

1.4 Utilizes adequate evaluation procedures.

1.41 Carries on evaluation as an integral part
of instruction.

1.42 Enlists cooperation of pupils and parents
in developing programs of evaluation.

1.43 Uses a variety of devices and procedures.

1.44 Organizes and summarizes data for
meaningful interpretation.

1.45 Reports to parents in terms of growih in
knowledge, skills, attitudes and social
behavior.

1.46 Uses evaluative evidence to improve
teaching-learning experiences.
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1.47 Leads the, learner to assume an important
role in the evaluation of his own growth
and development.

1.5 Maintains an effective balance of freedom and
security in the classroom.

1.51 Shows an honest liking and sincere, regard
for boys and girls.

1.52 Emphasizes responsible group living with
standards of conduct comparatively
determined.

1.53 Develops relations among pupils thrit are
cooperative and natural.

1.54 Provides opportunities for pupils to develop
qualities of leadership and of self-direction.

1.55 Plans management of classroom routine as
a worthwhile learning experience for pupils.

Role 2: Counselor and Guidance Worker

2.1 Utilizes effective procedures for collecting informa-
tion about each pupil.

2.11 Mak?s effective use of informal procedures:
anecdotal records, interviews, questionnaires,
check lists.

2.12 Utilizes standard tests.

2.121 Is familiar with the more useful ones
in his own field.

2.122 Selects those most appropriate for
his purpose.

2.13 Is skillful in constructing and using informal
tests and sociomctric devices.

2.131 Appraises the characterislics of the
test.
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2.132 Interprets test results.

2.14 Provides pupils and parents with c.dequate
reports.

2.141 Bases grades and reports on cumulative
records.

2.2 Uses diagnostic and remedial procedures effectively.

2.21 Identifies learning difficulties.

2.22 Knows common diagnostic and achievement
tests in own and related fields.

2.23 Administers and interprets diagnostic and
achievement tests.

2.24 Selects appropriate remedial materials for
instruction in relation to pupil's level of
achievement.

2.25 Reveals ability to work correctively with the
pupil at the level of his abilities, achieve-
ments, and interests at the given time.

2.26 Prepares and uses accurate and adequate
records.

2.261 Makes case studies.

2.262 Keeps cumulative records.

2.3 Helps the pupil to understand himself.

2.31 Establishes effective relationships with indivi-
dual pupils.

2.311 Utilizes suitable counseling techniques.

2.312 Maintains effective relationship with
the home.



19.

2.32 Assists the pupil in self-evaluation.

2.321 Helps him to understand his own
abilities and limitations.

9 :3 9 9 Guides him in the analysis of his per-
sonal problems.

2.323 Assists him in defining realistic goals.

2.324 Directs him to sources of information
on vocational opportunities and careers.

2.4 Works effectively with the specialized counseling
services.

2.41 Recognizes serious problem cases.

2.42 Refers serious cases to the specialists, with
adequate background information.

Liaison Roles of the Teacher

Role 3: Mediator of the Culture

3..1 Draws on a scholarly background to enrich cultural
growth of pupas.

3.2 Directs individuals and groups to appropriate signifi-
cant life applicction of classroom learning.

3.21 Utilizes his field of subject matter and/or
general education in the solution of social,
economic, scientific, and ethical problems.

3.22 Reveals the wide significance of his own
subject matter field.

3.23 Develops an understanding of the inter -
relationships among the great disciplines.

3.3 Designs classroom activities to develop pupil ability
and motivation for:
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3.31 Finding democratic solutions to current
social problems.

3.32 Recognizing and identifying key problems.

3.33 Understanding their irit-c, relationships and
defining the issues.

3..1 Directs pupils in learning to use those materials from
which they will continue to learn after leaving school.

3.41 Teaches pupils to locate information on current
problems.

3.42 Utilizes effective activities to develop pupil
skill in using such materials in analyzing
current problems.

3.5 Develops pupil-attitudes ana skills necessary for
effective participation in a changing democratic
society.

3.51 Uses democratic techniques and skills in
teaching.

3.52 Provides for the use of democratic attitudes
and skills by the pupils in the classrooms,
through:

3.521 Teacher-pupil planning of problem
units.

3.522 Development of effective discussion
practices.

3.523 Guidance in effective committee and
other group participation.

3.6 Helps his students acquire the values realized as
ideals of democracy, such as:

3.61 Mutual respect.

3.62 Willingness and ability to cooperate in the
solution of problems.
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3.63 Willingnes=s and ability to use intelligence in
r7oblem solving.

3.64 Goals and standards for effective living in our
culture.

Role 4: Link with the Community

4.1 Utilizes available education resource of community in
classroom procedures.

4.11 Invites parents and other adults to share hobbies,
talents, and experiences with students.

4.12 Utilizes field trips to draw on community
resources.

4.13 Interprets community to pupils through his own
field and incidental activities.

4.14 Reveals to the public the significance of the
school program through pupil activities in
classroom, school, and community projects.

A 1 c-r. Initiates students into community responsibili-
ties appropriate to their age level.

4.2 secures cooperation of parents in school activities

4.21 Knows when and how to oktriin assistance for
school or class affairs.

4.22 Conforms with policies of Parent-Teacher
Associations and other cooperating groups
relating to cooperation with the school.

4.23 Encourages parents to visit regular classes
and special school events.

4.24 Conducts individual and group parent confer-
ences with increasing skill.

4.3 Assists lay groups in understanding modern education.
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4.31 Participates effectively with various sccio-
economic groups.

4.32 Keeps parents and public informed of school
activities through bulletins, class letters,
and newspaper articles.

4.33 Initiates opportunities to discuss educational
problems and accomplishments with friends.

4.34 Accepts invitations to speak upon educational
subjects.

4.35 Communicates effectively with the public as
well as with members of the profession.

4.4 Participates in definition and solution of community
problems relating to education.

4.41 Contributes to service in the community.

4.42 Participates as a member of the profession in
school betterment programs, bond issues and
legislative matters.

4.43 Draws upon reliable sources of information
and assistance.

Program-Building Roles

Role 5: Member of the Staff

5.1 Contributes to the definition of the over-all aims of
the school.

5.11 Works effectively with the public to define
school aims.

5.12 Interprets the relationship of school program
and activities to the desired aims.

5.13 Articulates his classroom objectives to those
of the school.
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5.2 Contributes to the development of a school program
to achieve its objectives.

5.21 Participates effectively in all-school
curriculum developments.

5.211 Utilizes effective procedures in
curriculum building.

5.212 Demonstrates familiarity with
current curr;cular projects and
patterns.

5.22 Articulates his clossrocwir program to the school
curriculum.

5.3 Contributes to the effectiveness of over-all school
activities.

5.31 Participates in planning and guidance of
student activities.

5.32 Assumes appropriate administrative responsi-
bility for operation of the school as a whole.

5.4 Cooperates effectively in the evaluation of the school
program.

5.41 Can define school aims in terms suitable for
evaluation.

5.42 Participates in collection of relevant evidence.

5.43 Interprets the evidence to indicate needed
revisions in program and aims.

Role 6: A Member of the Profession

6.1 Demonstrates an appreciation of the social importance
of the profession.

6.11 Renders appropriate service to society beyond
that for which he has contracted.
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6.12 Contributes to the honor and prestige of the
profession by his personal conduct.

6.13 Actively seeks to upgrade professional stand-
ards through selective recruitment and reten-
tion programs.

6.14 Interprets to others the goals and practices of
the profession.

6.2 Contributes to the development of professional stand-
ards.

6.21 Takes part in the development. of a functional
code of ethics.

6.22 Aurrcres tc the accepted code of ethics.

6.23 Helps to enforce the code of ethics in up-
grading standards of professional behavior.

6.24 Supports an adequate system of certification
and accreditation.

6.25 Helps improve pre-service and in-service
programs of preperution.

6.3 Contributes to the profession through its organizations.

6.31 Becomes a member of the organization.

6.32 Takes active part in the formulation of the
organizational policies.

6.33 Su,.;)orts the policy once formed until it is
changed by the democratic process.

6.34 Seeks and supports legislative programs to
improve the program of education as well as
the economic and social status of the pro-
fession.

6.4 Takes a personal responsibility for his own professional
gr owth
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6.41 Develops and tests more effective classroom
procedures.

6.42 Keeps informed on current trends, tendencies,
and practices in his field by use of professional
literature.

6.43 Participates in conferences, workshops, etc.,
dealing with professional problems.

6.44 Enlarges his horizons through academic and
non-academic experiences.

6.5 Acts on a systematic philosophy, critically adopted
and consistently applied.

6.51 Expresses a systematic philosophy of education
held with deep personal conviction.

6.52 identifies and clarifies the philosophical
assumptions underlying various and con-
flicting policies for his work in the six
roles of professional practice.

6.53 Utilizes explicitly his philosophical views in
making consistent choices of educational
policies and practices. (Williams 1964)

25.

Barak Rosenshine and Norma Furst acknowledged that there is insufficient

information about teaching and the relationship between teacher's behavior and

student learning in the classroom to design an adequate program in teacher educa-

tion. The focus on performance criteria probably developed from emphasis in

current literature on behavioral objectives in instruction and the series of experi-

mental studies which have been conducted in teacher education, were designed to

determine whether training procedures could modify the behavior of the teacher as

measured by systematic observation. The results of those investigations indicated

that training procedures which focused on specific behaviors were more effective
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than traditional courses in changing teacher befravior. (Smith 1971)

. Data from studies made in high school teaching show that
teachers spend much of their time covering content that requires
but one common pattern of student thinking -- fact stating or.cog-
nitive memory. The research yields little evidence that teachers
are concerned with any logical strategy of subject matter delineation
(Be !lack et al., 1966; Gallagher and Aschner, 1963; Smith et al.,
1962, 1964, 1967).... Educational researchers have not provided
those who train teachers with a repertoire of teaching skills which
indicate to a teacher that if he increases behavior X and/or de-
creases behavior. Y there will be a concomitant change in the cog-
nitive or affective achievement of his students. (Smith 1971)

Rosenshine and Furst suggested four areas of research for promising variables

which could be developed into performance criterio: laboratory studies, subject

matter research, experimental classroom studies, and "process-product studies. "

Five variables have strong support from correlational studies investigated in

process-product studies to date and six variables have less support but deserve

future study. The five variables which indicated the strongest relationships with

measures of student achievement are: clarity, variability, enthusiasm, task orienta-

tion and/or business-like behaviors, and student opportunity to learn. The six

variables having less strong relationships are: use of student ideas and/or teacher

indirectness, use of criticism, use of structuring comments, use of multiple level

of discourse, probing, and perceived difficulty of the course.

E. Kuno Belier discusses "Teacher Evaluation: Why, What and How!" in

an article. He feels that a comprehensive understanding of teacher evaluation

requires inquiry into the purpose of such evaluation, what should be evaluated,

and how should the evaluation be conducted?
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The Function of Teacher Evaluation

1. In the broadest sense, one might say that evaluation of the
educational system is necessary because we want to determine
whether the objectives of education are being achieved. However,
any evaluation of teaching must come to grips with the definition of
its objectives since the outcome of the evaluation can never be
clearer than the objectives of the education which are being evaluated.

2. A second major objective of evaluation is to identify effective
and ineffective teachers, to help administrators in the assignment,
promotion, other changes in the status of teachers.

3. A third objective of evaluation may be its contribution to
the improvement of education by providing a basis for inservice
training and for supervisory activities.

4. Evaluation may provide a source of motivation and self-
improvement, especially if the teaching staff is included in the
planning of evaluation. Criteria for evaluation can serve as
standards for excellence in teaching and if they are clearly and
explicitly stated, and well publicized, they will help every teacher
to know what is expected of him

5. Another important function of evaluation might be to give
evidence of the quality of services rendered and thereby justify to
the community the investment of public funds in educational
institutions.

6. Finally, a major objective of evaluation could be So deter-
mine to what extent educational programs produce changes which
are compatible with the goals of the culture. (Beller 1971)

The Content of Evaluation

Beller and Katz in separate studies distinguished threF, aspects of teacher

evaluation. These aspects are: role, style, and technique. Beller and Katz

define teacher role as behavior which concerns the duties, and responsibilities,

and functions of the teacher. More specifically, the instructional role refers to

the development of cognitive skills, strategies, and interest in the child. Teacher
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style refers to the personality traits and attitudes which are not a planned component

of the teaching function. Teacher technique includes the specific strategies em-

ployed by the teacher to perform her role or accomplish her objectives.

Evaluation'of Teacher Role

In examining the evaluation of the teacher role as perceived by the teacher

and others, Bush in a separate study stated that, "teachers perceive their role to be

that of purveying knowledge to students, directing their learning, and keeping the

youngsters under direct control at all times." Administrators seem to agree with

Bush in this definition, but they desire teachers to keep students happy. In another

study by Twyman and Biddle which investigated the perception of teacher role by

teachers, administrators, pupils, and parents found that teachers perceived them-

selves less in a disciplinariao role than did parents. Parents also indicated a greater

role for the teacher in community aiTairs. In Beck's study to have students compare

the pupil-centered teacher with the adult-centered teacher, it was found that the

effective teacher was coidered a friendly, warm, supportive person who communi-

cated and motivated students to greater efforts.

Sorensen, et al. who investigated divergent concepts of
teacher role, found five dimensions of teacher role functioning:
information giver, motivator, counselor, disciplinarian, and re-
ferrer. When teachers and non-teachers evaluate teacher role
with regard to discrepancy between real and ideal teachers, it was
found that young teachers perceived a greater discrepancy between
teachers as they are and teachers as they ideally should be than was
the case of older teachers. Younger people altogether, regardless
of whether they are teachers or non-teachers, tend to assign a more
pupil-centered role to teachers, while older people tend to assign
a more adult-centered role to ieachers.
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...Kemp, who carried out a comparative study of the need
of structures of teachers, administrators, and counselors, came to
the conclusion that these three professionals cannot interchange
roles without changing the purpose, functioning, and outcomes of
their new roles and without failing to meet their own needs. How-
ever, one should not conclude from studies such as the one cited
that teachers' roles cannot be modified without detrimental results.
For example, Tuckrnan et al. investigated the possibility of modi-
fying the discrepancy between teacher's self-perception Of her role
from the observer's perception of the teacher role. These investi-
gators found that teachers change both the perception of their
behavior as well as their behavior as a result of feedback. More-
over, it is known that some teachers can carry out multiple roles
without feeling conflicted. (Beller 1971)

Evaluation of teacher roles should include data from all groups involved in

the teaching process. These groups would include counselors, administrators, other

professionals, para-professionals, parents and pupils. Education should be a

community concern and the contributing groups should share in defining, re-defining

and evalur'ing teacher roles.

Teacher Style

Teacher style is not necessarily a result of professional training, but derives

from individual teacher experiences. Teacher style should be evaluated with re-

gards to selecting and assigning teachers. Evaluative studies may be grouped into

two categories relative to teacher style: (1) those related to personality outside

the educational situation, and (2) those related to teacher effectiveness in the

teaching process.

...Harvey et al. amined teacher belief systems with
regard to such factors as ethnocentrism, use of platitudes and norm-
ative statements, belief in Divine fate control or Religious Funda-
mentalism. The investigators divided the teachers into abstract and
concrete groups in which concreteness was associated with high
scores on the items indicated above. The teachers were then rated
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on the basis of observation of their behavior in the classroom. It was
found that the more concrete teachers were more controlling. less
warm, less perceptive of childrens' needs, less flexible in meeting
these needs, and less relaxed in their relationship with children than
abstract teachers. Thus, these investigators demonstrated a very clear
relationship between a teacher's belief system and his teaching style.
Paraskevopoulos found that Jungian character traits, such a, Extro-
version versus Introversion, Sensing versus Intuition, Thinking versus
Feeling, and Judging versus Perceiving, related consistent ly to teach-
ing style. For example, Sensing teachers were perceived as more
friendly and warm than Intuitive teachers. Intuitive teachers were
rated higher on understanding and flexibility. Sensing teachers re-
sponded more quickly to the needs of children but with less depth of
understanding than Intuitive teachers. The same investigator also
found that high divergent teachers were judged to be friendlier,
warmer, and more understanding by Their pupils than high convergent
teachers.

Several studies have inve-rgated relationships between teach-
ing style and effectiveness of teaching. One group of investigators
examined this relationship on the basis of judgments of both teaching
style and teacher effectiveness by the same judges. One of these
investigators, Kerlinger used a wide range of judges, i.e. professors
of education, elementary and secondary teachers, and teachers from
parochial and military schools. He found two major dusters for the
effective teacher. One of these clusters, named traditional, associ-
ated effective teaching with being self-controlled, trustworthy, re-
fined, industrious, reliable, healthy, moral, religious, and conscienti-
ous. The second cluster, which was named progressive, associated
effective teaching with imagination, insight, warmth, openmindedness,
flexibility, sympathy. sensitivity, patience, and sincerity. Hamachek
concluded after a representative review of the research literature
concerning aspects of good and bad teachers that good teachers are
basically warm, responsive, flexible individuals who seem as sensitive
to relationship variables as they are to cognitive variables.

Bullock reports that superintendents considered principals
effective who manifested personality traits such as ambition, ability
to relate well to people, confidence, and a tendency to be eneraetic.
Watkins investigated the hypothesis that effective leadership in task-
oriented groups is characterized by an impersonal style of the leader
in his relationship with group members. The study did not confirm
this hypothesis. Watkins found that an impersonal principal was less
aware of his teachers' feelings and values, and inhibited teacher self-
actualization. (Beller 1971)
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Beller indicated the limitations of these studies were that teacher effective-

ness and personality or style characteristics of teachers were not investigated as

separate variables. Nor was teacher effectiveness explicitly measured or defined.

Few studies have taken care to separate the measurement of teacher effectiveness

and teacher style.

...Heil and Washbourne grouped teachers on the basis of
their responses to an interest schedule into three groups: (a) turbu-
lent, impulsive, variable; (b) self-controlling, orderly, work-oriented;
(c) fearful. On the basis of observations in the classroom and academic
progress, they found that b teachers were most effective, and c teachers
least effective, academically and socially. B- teachers were especially
effective with opposing and wavering children. A- teachers were quite
ineffective with opposing and wavering children, but were found to be
successful in teaching mathematics and science.

Scott observed children of teachers who fell at both extremes
of an effective continuum as judged by supervisors. Effective teach-
ers were found to exhibit more positive and less negative emotional
feeling tone in their contacts with the children, were more involved
and showed more spontaneity than ineffective teachers. (Beller 1971)

Teacher Technique

The major need in teacher evaluation is in the area of teacher techniques,

outcomes or products of teaching. Some have declared great advances in the refine-

ment in measuring and evaluating a teacher's technique, the focus on patterns of

techniques, and the study of teacher -pupil interaction.

...Rosenshine and Furst conclude that among a series of teaching
techniques, clarity, enthusiasm, and task orientation were found to
be consistently and significantly reluied to improved performance of
students. Positive but weaker support was found for the effectiveness
of such single techniques as use cf criticism, use of student ideas,
probing or encouraging a student to elaborate on his answer, and
perceived difficulty of the course.
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...Soar found a higher ratio of inquiry to drill activity most effective
in producing better pupil achievement. Thompson and Bowers found
that an equal mixture of convergent and divergent questions were
most successful in producing results in students. A third finding along
the same line has been that combinations of praise and criticism have
yielded positive relationships and academic achievement as the pro-
portion of praise increased and exceeded criticism. There are other
types of palterms of teaching techniques which have been studied and
evaluated. One example is use of student ideas which represents a
breakdown of elaborating student responses in particular ways, i.e.
acknowledging, modifying, applying, comparing, and summarizing
what was said by an individual student. Another use of patterning
of techniques can be seen in studies of variability which refers to the
use of various cognitive levels of discourse and the use of a variety
of instructional materials and classroom te-.hniques by I he same teacher.
Beller found in a recent study that the use of a variety of teaching
techniques was positively correlated with the child's ability tc learn
a cognitive problem solving task. Rosenshine and Furst cite eight
studies in which variability as defined here resulted in significant
improvement of pupil performance. (Beller 1971) .

It is well to consider at this point i he several major circumstance:, which may

influence the teacher's effectiveness: (1) the environment in which the teacher is

being observed; (2) the background variables of the teacher; and (3) pupil character-

istics.

...Prescott, et al. found that teacher functioning varied as a result
of center size. Teachers in large centers were found to make more
frequent use of control and restraint and to emphasize rules of social
living; teachers in medium-sized centers were found to use more often
encouragement as a technique and to emphasize pleasure, creativity,
and interaction with other children rather than obedience and rules of
social living; teachers in small centers related more closely and in-
timately with the children than teachers in large centers. Another
environmental condition which was found to affect teacher function-
ing was the particular program unit or activity setting in which the
teacher was observed. Prescott also found that the amount of train-
ing was an important condition for teacher functioning. As a teacher's
amount of training increased, her attitudes toward authority became
less arbitrary and her abilities of warmth increased. ...With regard
to characteristics of children affecting teacher functioning Prescott
found that the child's social class had an appreciable effect on
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teacher behavior. For example, teachers of children in low-income
centers were less likely than leachers in other centers to show
affection for individual children. Teachers serving high-income
families were particularly prone to giving individualized affection
to children.

...De Groat and Thompson found that more intelligent children re-
ceived more approval from teachers than less intelligent children.
...Hoehn found that teachers had more favorable contacts with
children of higher academic achievement, while Wilensky found
that teachers spend more time with brighter children. ...Herman,
et al. found that children with above-average intelligence bene-
fited more than other children from pupil-centered teaching tech-
nique. (Beller 1971)

The literature reviewed above presents a basis for understanding the teaching

environment, background variables of the teacher and some pupil characteristics.

These studies merely skirt the issues in establishing relationship patterns in teacher

behavior and student outcomes. There is doubt that specific criteria for teacher

effectiveness can be found. However, with reference to teacher performance, out-

come or product of teaching Hughes recommended a set of criteria which provided

a broader base for the objectives or goals of teaching.

...She suggests as appropriate areas of outcome a student's confi-
dence and independence, his capacity to become involved in content,
his ability to remain open to experience and to continue to he a
learner, his development of responsible self-discipline that contri-
butes to personal and socially desirable productivity, his creativity,
changes in a wide range of his intellectual and emotional capacities
and, finally, his ability and readiness to become a caring individual.
Increased concern with these proposed factors in the evaluation of
teachers, as well as pupils, is recommended because it may broaden
the base of teacher evaluation and make it more meaningful in terms
of the hidden agenda of both society and individuals with regard to
their slakes in educational programs. (Heller 1971)



Method of Evaluation

Beller:states three factors to consider in the evaluation of the teaching

function. These factors should be broad and encompass a variety of processes.

...A study of teacher evaluation must, at the outset, state the
relevant factors which are controlled and specified because they
may effect the functioning of the teacher or method of teaching
being evaluated.

...The investigator must go beyond stating and testing his hypo-
thesis for the value of the teaching technique he is investigating
by spelling out the underlying rationale or theory for the effes.:tive-
ness of the method he proposes to investigate.

...A third factor which must characterize the evaluative study is
the employment of a research design in which there is a baseline
measure of the performance of pupils before they are exposed to
the special technique and post measure, as well as the presence of
the control group for which pre and post measures are available
without the intervening special teaching technique. (Beller 1971)

Henry S. Dyer in a paper "Toward Objective Criteria of Professional

Accountability in the Schools of New York City," reported that the concept of

joint accountability embraced three general principles in the schools.

1. The professional staff of a school is to be held collectively
responsible for knowing as much as it can (a) about the intellectual
and personal- social development of '..te pupils in its charge and
(b) about the conditions and educational services that may be
facilitating or impending the pupils' development.

2. The professional staff of a school is to be held collectively
responsible for using this knowledge as best it can to maximize the
development of its pupils toward certain clearly defined and agreed-
upon pupil performance objectives.

3. The board of education has a corresponding responsibility to
provide the means and technical assistance whereby the staff of each
school can acquire, interpret, and use the information necessary for
carrying out the two foregoing functions. (Browder 1971)

34.
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Di-. Gordon A. Sabine conducted a "YOUTHPOLL" on "How Students Rate

Their Schools and Teachers, " through the American College Testing Program in

1970. The survey instrument included one hundred items. The students surveyed

were starting their senior year in high school or had just graduated from high school.

Dr. Sabine presented six hundred comments as stated by the students. He did not

attempt to analyze, or channel the responses into any prearranged categories.

Three of every four students expressing an attitude had a negative response about

their school experience. A vast majority of these negative responses were directed

at teachers, and the learning environment in the classroom. Many students felt

that they were short-changed, while other students participating in the survey felt

that the "best" teachers influenced their lives. All students affirmed the importance

of the high school teacher and the high school experience. (Sabine 1971)

Sorenson and Gross presented a frame work for describing six postulated

manageable categories. The variety of data which a survey of expert opinion show-

ed to be important to teacher evaluators were three non instructional variables:

(1) the teacher's is,:iation with his subordinates; (2) his manner and appearance;

and (3) his managerial and housekeeping skills. The other three categories related

to instructional variables: (1) the kinds of instruction variables endorsed by the

teacher; (2) the kinds of methods of instruction he employs; and (3) the kinds of

relations the teacher maintains with his pupils. Each of the categories includes

two or more sub-classes. Three sub-classes of objectives are defined in terms of the

kinds of pupil behavior the teacher is trying to bring about. The study is based on

the assumption that a teacher is said to be "good" only when he satisfied someone's
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expectations. People differ in what they expect from teachers, and that a scheme

for evaluating teachers and for predicting teacher effectiveness must take those

differences into account. The findings supported the assumption that the subjects

differ in their educational beliefs and that many people will become upset if con-

fronted with evidence that others whom they hold in high esteem se- the "good"

teacher differently. (Sorenson and Gross 1967)

McFadden and Schenck developed a prototype of a practical system of

teacher appraisal which should satisfy the needs of management and at the same

time omitted criteria that produced fear and anxiety among teachers and between

management. The system for effective teaching included: (1) a clear definition;

(2) clear, meaningful standards; and (3) a method of self-appraisal. In the area of

self-appraisal the following guidelines were developed for using their system.

1. Teacher performs self-appraisal
2. Outside appraiser serves an an advisor.
3. The appraiser's classroom observations are used to provide

further insight and directions.
4. The appraiser consults with the teacher periodically to

check on his progress.

While the bases for appraisal as developed here are sound, the benefits
of this method will increase as the principles of teaching effectiveness
and related critical incidents are refined as a result of more operating
experience. (McFadden and Schenck 1970)

A study by Oliver in 1967 to determine the relative effectiveness of informa-

tional feedback from supervisors, students, and students and supervisors combined as

a means of improving the teacher image of beginning and experienced vocational

teachers is relevant to this investigation. Two hundred and eighty-six vocational

teachers were categorized into groups based on years of teaching experience and
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randomly assigned one of the four feedback conditions: (1) supervisors only;

(2) grades 10, 11, and 13, students only; (3) supervisors and students combined;

and (4) a control group which received no feedback. The findings were: (1) there

were significant differences in teacher effectiveness as observed by the students;

(2) the various sources of informational feedback were not equally effective; (3) the

most experienced teachers (11 years and over) were least receptive to feedback as

compared to the intermediate experienced group of teachers (4-10 years) and those

with limited teaching experience (1-3 years). Oliver concluded that student feed-

back during the first 10 years of teaching can be used as on effective method of

improving teacher effectiveness as seen by students. (Oliver 1967)

Gilbert in a longitudinal study of homemaking teacher effectiveness ex-

plored the usefulness of clinical judgments to predict teacher success. The defini-
.t

tion of clinical judgment is involving the ability to make sound decisions after

gathering and evaluating all pertinent data, weighing possible alternatives in view

of past experiences or normative probabilities, and arriving at solutions which re-

flect bask science orientation. Analyses showed significant differences among

judges, subjects, and measures and that correlation of judges estimations and

composite success scores was not feasible. (Gilbert 1966)

Burkhart treats four main questions: (1) What is wrong with the existing

system or certification and teacher education? (2) Why propose performance

evaluation? (3) How would performance evaluation work? and (4) if adopted, what

steps can be taken to implement this as a total program? I was found that in answer

to the first question, teacher certification and education are not effective. The
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existing system of certification and teacher education have been related to input

to teacher preparation, inconsistent, and not concerned with performance, output,

or the ability to bring about learning. The answer to the second question involved

two issues: a) the extent to which the school is responsible as an agent for shaping

the society in which we live; and b) the extent to which the responsibility for

evaluative judgments ought to be based on self-assessments rather than those of

some authority. These approaches emphasize individualized training of teachers,

employing micro-teaching and systematic feedback according to grids or checklists.

Employ self-assessment with peer and supervisor evaluation. Encourage the develop-

ment of professional skills relating to a wide range of cognitive, affective and

sensory motor learning tusks.

The thirdquestion, "How does pupil learning relate to the determination of

performance certification?" Behavior which elicits some kind of appropriate change

in pupil behavior, is the kind of behavior that teachers should demonstrate. The

last question which was concerned with implementation of the findings showed a

need for revision in the college systems and the personalization of teacher-learning

experiences; provide feedback to the college student about himself; and follow

through on self-evaluations with performance evaluation included during probation-

ary teaching period which is an adjunct to certification. (Burkhart 1969)

Summary

It is concluded from this review of literature that reforms in assessing

teacher effectiveness are needed. The object of teaching is to bring about learning.
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Learning depends on teacher-student interaction. Single teacher or student

variables such as: (1) culture; (2) age; (3) personality characteristics; (4) curri-

culum; and (5) environment in which teaching takes place influences to a great

extent learning and teaching behaviors.

Teacher preparation has been inconsistent and inadequate. Performance

criteria and self-appraisal should become an integral part cr the teacher training

program with feedback to prospective teachers before granting certification. The

process should include goal statements; observed measurable behavior; and achieve-

ment of objectives.

There have been differences of opinions among educators, students, parents

and tax payers relative to "Who is responsible when students fail to learn?" Assess -

melt of teacher,effectiveness has different meanings to different evaluators. The

purpose for assessing teacher effectiveness is to make decisions and judgments about

teacher competence.

Evaluative criteria specifically designed in vocational and career education

to meet the provisions of the Stull Act are non-existent. The literature reviewed

related to general assessment of teacher effectiveness in education. An ERIC

Clearinghouse search on teacher evaluation in career and vocational education

produced only one study with direct implications for this investigation. It is

therefor:), desirable that a model for the evaluation of teachers in vocational and

career education be developed.
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Chapter III

METHODOLOGY

In this section of the study, the description of research sites, the procedures

for sample selection, data collection, data analysis, and the instruments for

collecting data from teachers, administrators, and students will be discussed.

Research Sites

Six public school districts and one county regional occupational program

participated in this study. These districts and the one county program were

selected by their respective administrators in accordance with the California State

Plqn for Vocational Education. * These sites represented a cross section of voca-

tional and career education programs within the state. The sites selected varied

in program sophistication, geographical location, and diversity of student popula-

tion.

The school districts and the county school program used in this study will not

be identified by names for purposes of confident ality. The description of each

participating site follows:

School District A This district is located in a northern rural city of

*The California State Plan for Vocational Education is an official agreement be-
tween the U.S. Commissioner of Education and the California State Board of
Education, which provides policies and procedures chat apply to the operation of
the various phases of vocational education that qualify for financial support from
VEA 1963 (P.L. 90-576).
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the state. It has a total school district secondary enrollment of

4,747 students, and an enrollment of 2,000 students in vocational

and career education programs. The district with the help of

school personnel and a community task force developed a set of

comprehensive guidelines for "Evaluation of Certificated Personnel"

in accordance with the Stull Act. Included in the guidelines are

goals for vocational and career education programs accompanied

by general criteria for personnel evaluation with clearly delineated

functions. Teachers, peers, and administrators will be involved in

the evaluation process.

School District B - The district is a coastal, industrial, suburban,

unified school district having a total school district secondary

enrollment of 11,737 students. There are 4,230 students enrolled

in 16 vocational and career education programs. The district is

focusing on an elaborate pc::.am management systems approach to

evaluation developed by the staff to satisfy its Stull Act requirements.

The district tried job descriptions for evaluating certificated personnel

which proved to be ineffective. Certificated personnel will be eval-

uated by self-appraisal, supervisors, principals, and vocational

coordinators. Criteria have not been clearly outlined nor defined.

School District C - The mid-state unified school district has a total

student enrollment of 6,512 and an enrollment of 1,470 student- in 14

vocational and career education programs. The district developed
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job descriptions for certificated personnel and developed forms for

teachers to identify specific objectives for his or her professional

assignment. Formal observations and conferences are scheduled

during the year with a final evaluation conference. Teachers and

principals are involved in the evaluation process.

School District D This district is located in a rural section, mid-

state. It is a union school district with a total student enrollment

of 2,000. There are 1,800 students enrolled in appi ximately 8

vocational and career education programs. The district has evalua-

tive criteria for the probationary teachers. Teachers and admin-

istrators are working with a community advisor; committee to

establish evaluative criteria in a( ordance with the Stull Act.

Job descriptions are not used in this district.

School District E There are 6,000 students enrolled in this affluent,

suburban, union school district. Approximately 500 students are

enrolled in 8 vocational and career education programs. The

decentralized district guidelines for teacher evaluation were de-

veloped by a district personnel committee. The evaluation function

is to be implemented in each school by the principal, department,

the teacher to be evaluated and students.

School District F This district is located in the southern part of the

state. It has a total enrollment of 742,000 students, the largest

urban school district in California. There are 87,879 students



enrolled in 16 duplicated vocational and career education programs.

The school site used in this study had a total school enrollment of

2,100 with 500 students enrolled in 13 vocational and career education

programs. The district is decentralized. Each school has guidelines for
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evaluating certificated personnel, job descriptions, and forms for evaluative

purposes developed by the central office and disseminated to the district

schools. Teachers and administrators are involved in the evaluation process

for meeting the requirements of the Stull Act.

School District G - The county regional occupational program located

in the northern Bay Area of California has a total student enrollment of

394 in 9 vocational and career education programs. Guidelines for

certificated personnel evaluation are incorporated in the county's

"Evaluation of Certificated Personnel Guidelines." Job descriptions are

included with other evalua;ive criteria. Teachers and administrators are

involved in the evaluative process.

Sample Selection

This sti.dy included twenty-five vocational and career education programs

selected from the participating districts and the county program described in the

research site section of this chapter. Within each participating district the

administrator or vocational and career education coordinator selected varied pro-

grams which offered occupational training in accordance with the California State

Plan for Vocational Education. Students, teachers and administrators within each

selected program were randomly selected for inclusion in the survey. Variables
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such as grade level, age, and sex of the participating students were not included

or identified in the sample.

Data Collection

Data for this study were obtained from: (1) two questionnaires, one ad-

ministered to teachers and administrators, and one administered to students;

(2) interviews of vocational and career education program coordinators and ad-

ministrators; and (3) district guidelines developed for the implementation or the

provisions of the Stull Act.

The questionnaires were developed by the researcher. These questionnaires

were nearly identical and designed to 1) obtain information on student development

in the cognitive, affective and psychomotor domains, 2) information relative to the

Stull Act, and 3) ;,,Formation on teacher competency. The "California Definition"

of teacher competence, published by the California Teachers Association outlines

six major areas of teacher competence and was used in part as a basis for the for-

mulation of the questionnaires. The six areas of teacher competence are: (1)

director of learning; (2) counselor and guidance worker; (3) mediator of the culture;

(4) link with the community; (5) member of the school staff; and (6) member of the

profession. The three areas chosen as a part of the study were: (1) director of

learning; (2) counselor and guidance worker; and (3) link with the community. Al-

though, three areas were not named as a major part of the study, indirectly, these

areas were included in the study. The three major areas used are identified under

"Elements of T.acher Competence." R was believed that the three areas chosen

were more closely related to the teacher of vocational and career education. The
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basic goals for Vocational and Career Education were adapted from "A Curriculum

Guide for Food Education and Service Training." (Henry 1971) Each questionnaire

contained three major parts: (1) roles of the participants; (2) perceptions of the

learning environment; and (3) stated vocational and career educ(dion goals.

A pre-test was made of the questionnaires using a group of teachers, ad-

ministrators, and students in a suburban community of Northern California. On the

basis of the pre-test, questionnaire revisions were made for the purposes of clarity

and comprehension. The final form of the questionnaires is displayed in Appendix C.

Letters were mailed to the superintendents of each school district and the

one county program selected for this study explaining the study and requesting per-

mission to coordinate the data collection process with the vocational and career

edpcation coordinator or contact person for the district or county office. The re-

sponses were most favorable. Dates were confirmed for interviews and for adminis-

tering the questionnaires. (See Appendix C.)

Each district's vocational and career education coordinator distributed appro-

priate questionnaires to teachers and students in the selected vocational and career

education programs of that district. Completed questionnaires were collected by the

designated vocational and career education coordinator in each district and returned

by mail to the researcher. In spite of the existing negative feelinns surrounding the

implementation of the Stull Act, teachers and administrators of vocational and

career education responded promptly to the request for information for the study.

The interview agenda (see Appendix C) consisting of eight items v,m de-

veloped and used for each interview conducted with the vocational and career
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coordinators and administrators. In addition to obtaining demographic information

relating to the total school program in each district included in the study, the

researcher was able to gain insight into the general attitudes and sentiments of

certificated personnel within each district toward the intent and implementation of

the Stull Act. The interviews varied from twenty minutes to forty minutes per

coordinator or administrator interviewed.

It was anticipated in the initial planning of this study that parents would

complete a questionnaire and that teaching roles and styles would be observed.

However, it was determined that parents were not a part of the school-teacher

learner interaction and their "input" might be inconclusive or prejudiced by the

opinions of others. Observation of teaching roles and styles were not utilized due

toi,the general negative attitudes and feelings held in regard to the requirements of

the Stull Act. Also, a systematic method necessary to obtain data based on teac:i-

ing roles and styles would require more time and planning.

Data Analysis

Data for this study is reported in percentages. Yule's Q Association

Coefficient for Pairs of Percentages (see Appendix E) is used for the statistical

analysis of the data. The Q lues are interpreted according to the strength of

the linear correlation as formulated by Marascuilo (see Appendix E). Yule's Q

Association Coefficient for Pairs of Percentages was selected for the data analysis

due to its non-dependance on sample size for any two percentages. (Davis 1965)

Summary

In this chapter the research sites, the procedures for sample selection, and
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data callection, and how the data were analyzed were described. The instruments

developed for the data collection were also discussed.

In the next chapter research findings will be discussed.



Chapter IV

FINDINGS

.48.

The data collected explored three major research questions: (1) To what

extenr do teachers, administrators, and students agree with the elements of teacher

competence selected to meet the requirements of the Stull Act? (2) To what

extent do differences exist among teacher, administrator, and student perceptions

of teacher expectations? and (3) To what extent does agreement exist among

teachers, administrators, and students relative to the stated goals of vocational

and career education?

Questionnaires were distributed to a combined total of seventy teachers and

administrators and nine hundred foray -five students in the school districts and the

county program selected for 1015 study. Teachers returned twenty- four completed

questionnaires, representing thirty-four percent of the teacher-administrator

questionnaires and administrators returned fifteen completed questionnaires represent-

ing twenty-one percent. The combined total teacher-administrator completed

questionnaires was thirty-nine, representing a total combined return rate of fifty-

five percent. Five hundred sixty-five completed questionnaires were returned from

the student participants representing a return rate of sixty percent.

The interviews were held to obtain demographic information about the

research sites and to gain insight into the prevailing attitudes and sentiments of the

implementation of the Stull Act. Four of the questions included in the interview
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agenda were included on the questionnaire. (See Appendix C.) Guidelines,

copies of job descriptions, and other data relative to the implementation of the

Stull Act were obtained from the coordinator or administrator. This information is

included in the description of the research sites in Chapter III.

The first concern of the study was to identify relevant areas of teacher com-

petence as required by the Stull Act. It can be recalled that areas selected were

discussed in Chapters II and Ill. From the questionnaire information was obtained

regarding the perceptions of teachers, administrators, and students in assessing

teacher competence. The three areas of teacher competence selecteci for this study

are shown in Table 1, which includes the "Co.nbined Perceptions of Teachers, Ad-

ministrators, and Students." The data presented in Table 1 were obtained from

identical questions from the teacher-administrator and student questionnaires. The

data are presented in percentages.

The Q Values are used to show the strength of the linear relationship of

association between pairs of percentages. These Q Values are interpreted according

to Marascuilo's formulated data, see Appendix E. The "Yes" responses were used to

determine the correlation values due to the low responses from participants in the

"No" and "I Don't Know" rntogories. "Strong" or "perfect" correlation indicate

similarities between the two groups. "Weak" correlation indicate dissimilar agree-

ment.

An examination of the questionnaire reveals that there is considerable agree-

ment among tea,:her, administrators, and students on elements thought to be essential

in measuring teacher competence. A comparison of teacher responses with ad-
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ministrator responses, and with student responses in Table 1, showed a "perfect"

correlation in: "conducting meaningful classroom activities with an attihde of

friendliness and feeling of mutual interest; evaluating after sufficient observation;

demonstrating maturity by not becoming upset when others express opinions that

differ with those of teachers and administrators; defends others against unwarranted

attacks or criticism; and giving recognition to the achievement of others." How-

ever, a comparison of administrator responses with studerit responses showed a

"moderate" to "weak" correlation in the same areas except for "defends others

against unwarranted attacks and criticism, " which had a "perfect" correlation.

Responses of teachers, administrators, and students showed "very weak" to

"no" correlation in: "provides clearly defined, written educational goals and

objectives; establishes schedules and routine tasks to meet student needs; and

directs classroom acitivites for the convenience of students. "

When responses of teachers versus administrators were compared with re-

sponses of teachers versus students a "very strong" correlation was found in:

"demonstrates leadership by careful planning and organizing educational activities, "

while a "very weak" correlation was found in the responses of administrators versus

students.

The three groups varied in their responses regarding: "provides dearly

outlined measures of student progress." Responses of teachers versus administrators

indicated a "strong" correlation, while the responses of teachers versus students

indicated a "weak" to "moderate correlation. The responses of the administrators

versus students indicated a "very weak" correlation.
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The responses of teachers versus administrators indicated less "moderate" to

"perfect" correlation to the "Elements of Teacher Competence" than the responses

of teachers versus students. The responses of administrators versus students showed

a stronger relationship in responses of "moderate" to "perfect" correlation than any

of the three comparison groups. The responses of the teacher versus students were

evenly distributed among the items.

Teachers and administrators showed "weak" to "no" correlation of responses

in: "makes books, supplies, and equipment easily available; requires realistic and

attainable assignments; directs educational experiences to qualify students for

employment or the next level of training; makes good use of crific ism by not allow-

ing behavior to affect progress of others; respected.by students; respected by other

teachers and other administrators; respected by parents and the community; and

maintains school-community advisory committee for accomplishing Vocational and

Career Education assignment. " The responses of the administrator and students

indicated a "moderate" to "perfect" correlation for the identical items.

The students seemed less informed about the "Elements of Teacher Com-

petence" or teacher expectations as included in the questionnaire than the teachers

or administrators. The administrators indicated more positive responses to the items

listed on the questionnaire than the teachers or students. The teacher and student

responses were more closely !elated than the responses of the administrators and

students.

Given the findings in Table 1, as discussed above, there are differences of

opinions that exist among teacher, administrators, and students with regard to their
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perceptions of teacher expectations.

At another level students were asked to respond to eight questions ;fisted on

the questionnaire relating to their learning environment. Table 2, displays the

"Students Perceptions of Teachers in the Learning Environment." The largest

percentage of responses was in the "Yes" category.

The students expressed her perceptions about their vocational and career

training environment, and the conditions of the classroom that hindered learning.

Forty percent felt their training was worthwhile.and twenty percent felt it was most

worthwhile. One factor which hindered learning in the classroom as reported by

thirty-eight percent of the students was "Interference by other students. " The

students did not feel that their training was too difficult, nor that the teachers

taught too far above the students for any meaningful comprehension. Most students

felt that the classroom was comfortable and that they had ample supplies and equip-

ment to accomplish the goals of their training.

Twenty-six percent of the students indicated a need for "less homework, "

twenty-two percent wanted "fewer tests, " and sixteen percent wanted less extra

work." Some students indicated by statements on the questionnaire that they did

not want their programs changed. They preferred to continue their training as

started. Several students indicated by writing additional comments on the

questionnaire ihat they were placed in the vocational training programs and could

not foresee any need for that training.

Data presented in Table 2, relate direct ly to the implementation of the

Stull Act. Corresponding questions were not included on the teacher and
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administratbr questionnaire. However, other questions relating to the implementa-

tion of the Stull Act were included and will be discussed later in the text. There-

fore, the data in Table 2, were not compared nor were the Q Values determined.

In analyzing the data relative to the stated goals of Vocational and Career

Education teachers, administrators, and students were asked to respond to "Already

Knew, " "Not Taught, " and "Taught " categories on the questymnaire. Q Values

of "Taught" responses were used to show the strength of the linear relationship of

association. Due to the low responses in "Already Knew" and "Not Taught" these

categories were eliminated from the analysis. Data from this part of the question-

naire are shown in Table 3.

Teacher responses versus administrator responses showed "very weak" to

"no" correlation for seventeen of the twenty goals presented. The three basic gals

receiving a "moderate" to "strong" correlation were: (1) "that careers are open in

many areas of vocational interest, (2) how to get along with other students, teachers,

and employers, arid (3) to work with all types of people. " Teacher responses versus

student responses showed four bask goals having "weak" or "no" correlation. Those

goals were: "how to set-up and operate equipment available in the classroom;" "how

to keep an inventory of supplies and equipment; " "how to make a purchase order; "

and "how to supervise others in group work. " Administrator responses versus student

responses indicated only one goal without a correlation factor, "how to set-up and

operate the equipment available in the classroom. "

The responses from students inciated that students "Already Knew" more

about the subject area than teachers and administrators recognized. This problem
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could be alleviated if pre-tests were used to determine what the student knew upon

enrolling in the vocational and career training pro, am, or post-tests were used to

determine what the student has learned during the training program. These tests do

not necessarily need to be pencil and paper tests. Teachers might develop an

individual student ability profile or case history to determine student capabilities.

In this study no measure was included to validate the "Already Knew" responses.

From Table 4, it is shown that the responses of teachers and administrators

have "very weak" to "no" correlation strength of the linear relationship in the

implementation of the Stull Act. An analysis of seventeen items on the teachers

and administrators questionnaire revealed that the Q Values for the responses of

teachers versus administrators in the "Yes" category showed a "very weak" cor-

relation. In the "No" category, questions: "Are evaluators known and competent

to evaluate the evaluatee? Do you perform adjunct duties? What measures are

available for assessing pupil progress...test scores, skills? and Does the process

criteria for teacher evaluation include assessment of physical, professional, and

administrative resources?" had "no" correlation.

A "strong" to "very strong" correlation was shown for: "Are you involved

in the evaluation process of your schaol? Do you have a written job description?

What measures are available for assessing pupil progress... job placement? A

"moderate" to "strong" correlation was shown for "I Don't Know" category to

questions: "Are school district criteria available and formally adopted for assessing

'proper control' and 'suitable learning environment'? What measures arc available

for assessing pupil progress...raiing scales...others? and Does the prnrcc% criteria
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for teacher evaluation include assessment of physical, professional, and ad-

ministrative resources?" The major distinction between the teat hers and the cd-

minrstrators indicated a "weak" to "strong" correlation in the "I Don't Know"

category. Teachers in contrast to administrators knew little about the evaluators

and the competency of the evaluator to evaluate. From the data collected it is

evident that teachers and administrators know very little about the total implementa-

tion of the Stull Act. The typical correlation ranged from. "very weak" to "no"

correlation of strength of the linear relationship.

Summary

The data collected for this study explored three research questions. The

findings for each question are summarized below.

1 . To what extent do teachers, administrators, and students agree
with the selected elements of teacher competence to meet the
requirements of the Stull Act?

Teachers and administrators responded to identical questions

regarding the implementation of the Stull Act. These items

are shown in Table 4. The findings indicated a "weak" to

"strong" correlation in the "I Don't Know" category.

Teachers indicated that little was known about the evaluation

process. Administrators indicated that very little was known

about the implementation of the Stull Act. Students were asked

to respond to other questions regarding the learning environment,

some responses are shown in Table 2. Most students felt
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favorably about their vocational and career education training.

The one factor reported from the questionnaire with reference

to the Stull Act, was that learning was hindered in the class-

room by interference of other students.

2. To what extent do differences exist among teacher, administrator,
and student perceptions of teacher expectations?

There is considerable agreement among the participants on twenty-

five percent 'of the items presented in Table 1. Twenty-five

percent of the items presented showed "very weak" to "no"

correlation of association. Fifty percent of the items listed in

Table 1, and believed to be essential in assessing teacher compe-

tence showed disagreement among teachers, administrators, and

students. The students were less informed in this area than the

teachers and administrators.

3. To what extent does agreement exist among teachers, administrators,
and students relative to the stated goals of vocational and career
education?

Significant differences in agreement exist with teachers, ad-

ministrators, and students in response to this research question.

The responses from students indicated that students "Already Knew"

more about the subject area than the teacher or administrator

recognized. Teachers and administrators showed a "very weak"

correlation to seventeen of the twenty items presented in Table 3.

This information needs additional investigation. No measure was
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required to validate the "Already Knew" responses.

Problem areas were revealed in the findings of this study relevant to meet-

ing the requirements of the Stull Act. Teacher, administrator, and student per-

ceptions vary in their expectation of teachers. Trends in the data obtained from

the study strongly indicate a greater need for communication between the teachers

and administrators in understanding the basic goals, concepts, objectives, and the

evaluative process in vocational and career education. The researcher expected

some inconsistency in the strength of the linear relationship of association, but not

in the areas indicated, nor to the extent of disagreement.

These findings will be used to formulate the process model for this study.
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Chapter V

SUMMARY AND RECOMMENDATIONS

Given the mandate of the Stull Act, school districts in the State of

California are required to establish a uniform procedure for the "Evaluation and

Assessment of the Performance of Certificated Employees." Measuring teacher

effectiveness and more specifically appraising student "output" as a by-product in

determining a teacher's success or failure represents one of the most difficult

elements in specifying educational outcomes. This is particularly true in

vocational and career education. Performance criteria has not been dearly

identified.

This study was designed to formulate a model needed for assessing teacher

competence in vocational and career education as required by the Stull Act. In

this regard three major research questions were examined: (1) To what extent do

teachers, administrators, and students agree with elements of teacher competence

selected to meet the requirements of the Stull Act? (2) To what extent do differ-

ences exist among teacher, administrator, and student perceptions of teacher

expectations? and (3) To what extent does agreement exist among teachers, ad-

ministrators, and students relative to the stated goals of vocational and career

education?

The data collection process included administering two nearly identical

questionnaires to teachers, administrators, and students; interviewing vocational
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and career education coordinators and administrators; and reviewing established

guidelines for teacher evaluation in the various districts utilized in this study. The

programs selected included six public schools and one county regional occupational

program. The vocational and career education coordinator or administrator selected

each program in that district in accordance with the California State Plan for

Vocational Education. The participating programs in the study represented a

sampling of vocational and career education programs in the state. These programs

varied in geographical location, program sophistication, and diversity of student

population.

Based on the examination of data collected for this study, several specific

areas of elements of teacher competence held to be essential in assessing teacher

effectiveness were revealed. From Table 1, Chapter IV, the following items were

found to have weak or low correlation. These items require significant attention

of teachers and administrators:

1. Providing clearly defined, written vocational goals and objectives.

2. Providing assistance for attaining specific teaching and learning
objectives.

3. Establishing schedules and routine tasks to meet student needs.

4. Directing classroom activities for the convenience of students.

5. Providing clearly outlined measures of student progress.

6. Making books, supplies, and equipment easily available.

7. Requiring realistic and attainable assignments.

8. Directing educational experiences to qualify students for
employment or the next level of training.
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9. Making good use of criticism by not allowing behavior to affect
the progress of others.

10. Gaining respect of students, other teachers, and other administra-
tors, parents and community.

11. Maintaining an advisory committee for accomplishing the
Vocational and Career Education assignment.

From the stated goals of vocational and career education included in

Table 3, Chapter IV, it was determined that attention should be given to:

1. How: to set -up and operate the equipment available in the
Classroom.

2. How to keep an inventory of supplies and equipment.

3. To read and interpret rules, regulations, contracts, and other
related information regarding employment.

4. How to make a purchase order.

3, 5. Learn additional skills for increasing earning ability.

6. How to supervise others in group work.

The Stull Act in its present form is an area of great concern to many.

Tables Numbers 2 and 4 of Chapter IV showed that very little is known about the

implementation of the Stull Act. A review of the research sites and the criteria

obtained regarding the implementation of the Stull Act indicated the many and

varied ways in which districts are attempting to implement the Stull Act. The Stull

Act does not clearly address the cognitive, affective or psychomotor domains in

vocational and career education. Confusion exists primarily due to the inability

of the practitioners of education to uniformly establish standards of expected pro-

gress in each area of study, and techniques for the assessment of that progress.



68.

The analysis of the data further indicated a need for educational account-

abilii y in vocational and career education. The data included in the Tables of

Chapter IV, along with other supporting data indicate a need for an assessment

model for evaluating teachers of vocational and career education. The key to

effective evaluation of teacher and student performance is to make the educational

experiences operational. The design for an evaluation process should include

clearly defined, written educational goals and objectives, outlined measures for

assessing student progress and the conditions under which these activities are to

occur. The decision-making, accountability, and evaluation processes must be

incorporated into the over-all design.

The process model presented in this chapter was developed by the researcher

to give an overview of the roles of the school, vocational and career education co-

ordinator, advisory committee, students, and teachers in the instructional program

and the evaluation process. The model presented is a basic model. Additional

sub-systems may be developed to meet the needs of a particular area, school, or

program. To accomplish the operational process the elements of teacher perform-

ance must be outlined in quantifiable terms parallel to expected student perform-

ance or expected outcomes.

The individual student who will benefit from the program and proven results

from various teaching strategies should have a high priority in the evaluation and

assessment of vocational and career education teachers. The areas of student

capabilities were not fully discussed in this study. However, for any meaningful

educational program evaluation or teacher effectiveness, student capablities must
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be token into consideration. The model presented includes components for:

student capabilities, program ,Manning, evaluation, and follow-up. Each area

on the model should be developed into operational terms with time allocated for

achieving each component to provide effective measurement. The role of the

school administrator and the vocational and career education coordinator were not

included. The focus in this study is on the role of the teacher and the evaluation

process. Evaluation is a tool to be used continuously as an integral part of any

teaching-learning process. In accordance with the previous discussion the process

model was developed.

The Model

The model as presented in this study focuses on the role of the teacher

utilizing "input" from the school, the vocational and career education coordinator

and the advisory committee in establishing a vocational and/or career education

program. The components indicated above during program planning help to design

the orogram and prioritize the goals and objectives based on institutional goals and

needs assessment.

The model includes three levels of objectives: institutional, program, and

instructional. In formulating the objectives for students and teachers, a task analysis

should accompany the program objectives outlining the role of the teacher in the

school setting for providing entry-level skill training to students in consideration of

student capabilities.

From the task analysis teacher performance objectives are developed in

accordance with job requirements and ihe school environment. Teacher and student
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performanCe is measured by evaluation of program and instructional objectives.

This function is accomplished at the classroom level utilizing available evaluation

measures or by job placement.

Students do not always display the best of their abilities while in a class-

room or learning situation, therefore in the follow-up, student capabilities should

be viewed carefully. When warranted, programs, teaching strategies, and learning

situations should be revised to reflect the needs indicated after evaluation and

student follow-up.

Concluding Remarks

It is rather difficult to predict the mcqnitude of the evaluation process

required by the Stull Ac Certificated personnel face a very serious problem in

setting goals for which they are to be held accountable. As school districts of

California seek to implement the provisions of the Stull Act, other mandates have

been introduced in the Legislature of California to amend and repeal sections of

the Education Code relating to the evaluation of certificated school personnel.

Assembly Bill 302, introduced by Assemblymen Berman and Waxman, February 8,

1973, and Senate BM 64, introduced by Senator Dymally, January 16, 1973,. and

amended in the Senate February 27, 1973, are examples of the effort to restructure

the evaluation process as provided in the Stull Act. (See Appendix F.)

A summary of the legislation by the states of the nation in the area of

accountability and assessment of education as presented by the Cooperative

Accountability Project, indicates that twenty-three states have enacted legislation.



.72.

Sixteen states have legislation being introduced. Nine states have no legislation.

Five states have specific legislation for the "Evaluation of Professional Employees. "

Three states have a "Uniform Accounting System." Sixteen states have a state-

wide testing assessment program. Five states are using "Program Planning

Budgeting Systems. " (Hawthorne 1972)

Many approaches are being implemented in an attempt to make appropriate

decisions and judgments about educational programs and personnel. The experi-

mental approach to teacher evaluation as related to pupil achievement is in its

infancy. It is desired that the evaluation of vocational and career education

programs, personnel, and the relevant dimensions will be used to improve the total

vocational and career education environment. Although sub-systems were not

developed to accompany the model, it is desired that this model will be useful in

teacher and program evaluati )n.
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RECOMMENDATIONS

The Stull Act is the legal prov,sien in the State of California for evaluating

its certificated personnel of the public schools. Since no state-wide curriculum is

enforced, and the California State Plan for Vocational Education (see Appendix G)

is the one systematic method for providing continuity in vocational and career

education it is recommended that:

1. The California State Department of Fducation, through its

Vocational Education Section provide more leadership to

school districts in assisting teachers to make vocational and

career education curriculums operational and monitor the

management function of these programs.

2. The percentage of the total educational progress for students

in vocational and career education should be determined for

the effective assessment of teachers, since vocational and

career education programs are departmentalized allowing

students and teachers to interact for short periods of time

and the Stull Act addresses the total progress of the student.

3. Additional research is needed. Vital findings from such

research will help perfect the art of teacher evaluation in

vocational and career education programs.
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4. The California Legislature and State Bcard of Education should

enact the necessary criteria for assessing the competence of all

certificated personnel employed by the public schools, for each

subject area, K-14, supported by the state to meet the expecta-

tions of the Stull Act.
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Assembly Bill No. 299

CHAPTER 361

An act to amend Sections 13103, 13404, 13404.5, 13405, 13406,
13407, 13408, 13409, 13410, 13412, and 13439 of, to add
Sections 13413, and 13414 to, to add Article 5.5 (commenc-
ing with Section 13485) to Chapter 2 of Division 10 of, and
to repeal Sections 13413, 13419, 13415, 13416, 13417, 13418,
13419, 13420, 13421, 13422, 13423, 13424, 13425, 13426,
13927, 13428, 13429, 13430, 13431, 13432, 13433, 13434,
13435, 13436, 13437, 13438, and 13440 of, the Education
Code, relating to certificated employees.

(Approved by flovernor July 20. Mi. Filed with
Secretary of Stale July 20, 1971.1

The people of the State of California do enact as follows:

SECTION 1. Section 13403 of the Education Code is
amended to read:

13403. No permanent employee shall be dismissed except
for one or more of the following causes:

(a) Immoral or unprofessional conduct.
(b) Commission, aiding, or advocating the commission of

acts of criminal syndicalism, as prohibited by Chapter 188,
Statutes of 1919, or in anyiimendment thereof.

(e) Dishonesty.
(d) Incompetency.
(e) Evident unfitness for service.
(f) Physical or mental condition unfitting him to instruct

or associate with children.
(g) Persistent violation of or refusal to obey the school laws

of the state or reilsonable regulations prescribed for the gov-
ernment of the public schools by the State Board of Education
or by the governing board of the school district employing him.

(h) Conviction of a felony or of any crime involving moral
turpitude.

(i) Violation of Section 9031 of this code or conduct
specified in Section 1028 of the Government Code, added by
Chapter 1418 of the Statutes of 1947.

(j) Violation of any provision in Sections 12952 to 12958,
inclusive, of this code.

(k) Knowing membership by the employee in the CO111111l1-

fist Party.
SEC. 2. Section 13404 of the Education Code is amended

to read:

`Stull, Ryan, and Rodda
California's new tenure law



-2--
13404. 11pon the filing of written charges, duly signed and

verified by the person filing them, with the governing board of
the school district, or upon a written statement of charges
formulated by the governing board, charging that there exists
cause for the dismissal of a permanent employee of tile district,
the governing board may, upon majority vote, except as pro-
vided in this article if it deems the action necessary, give no-
tice to the permanent employee of its intention to dismiss 111111
at the expiration of 30 days from the date of service of the no-
tice, unless the employee demands a hearing as provided in this
article.

Any written statement of charges of unprofessional conduct
or incompetency shall specify instances of behavior and the
acts or omissions col.stituting the charge so that the teacher
Will be able to prepare his defense. It shall, where applicable,
state the statutes and rules which the teacher is alleged to have
violated, but it shall also set forth the facts relevant to Noll
occasion of alleged unprofessional conduct or incompetency.

SEC. 3. Suction 1:1404.5 of the Education ('ode is amended
to read:

13404.6. No report on the fitness of a teacher in a dismissal
proceeding shall he received from a statewide professional or-
ganization by a governing board unless the teacher shall have
been given, prior to the preparation of the report in its final
form, the opportunity to submit in writing his or her comments
on the report and unless a copy of the report in final form is
given to the teacher investigated at least 10 days prior to its
submission to the board.

Such a report shall not he distributed other than to the gov-
erning board and those persons participating in its prepaa-
tion, unless the teacher does not demand a hearing as provided
by Section 13406.

SEC. 4. Section 13405 of the Education Code is amended
to read:

13405. The notice shall not be given between May 15th and
September 15th in any year. It shall be in writing and he
served upon the employee personally or by United States reg-
istered mail addressed to him -t his last known address. A
copy of the charges filed, together with a copy of the provi-
sions of this article, shall be attached to the notice.

SEC. 5. Section 13406 of the Education Code is amended
to read:

13406. If the employee does not demand a hearing by filing
a written request. for hearing with the governing board, he
may be dismissed at the expiration of the 30-day period.

Six. 6. Section 13,07 of the Education Code is amended
to read:
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13407. The governing board of any school district shall not
act upon any charge~ of unprofessional conduct or incom-
petency unless during the preceding, term or half school year
prior to the date of the filing of the charge. and at least 90
days prior to the date of Ilw filing, the board or its authoized
representative hers given the employee against whom t he charge
is filed, written notice of the unprofessional onditct or invoin-
peteney, specifying the nature thereof with such specific in-
stances of behavior and with such particularity as to furnish
the employee an opportunity to correct his faults and overcome
the grounds for such charge The written notice shall inehole
the evaluation made pursuant to Artile 5.5 (comineneing with
Section 13485) of this chapter. "Ifliprofessional conduct and
"incompetency" as used in this section means, and refers wily
to the unprofessional conduct and incompeteney particularly
specified as a cause for dismissal in Section 13403 and does not
include any other cause for dismissal specified in 11111l

SEC, 7, Section 13408 of the Education Code is amended
to read:

13408. Upon the filing of written charges, duly signed and
verified by the person tiling them with the governing board of
a school district, or upon n written statement of eliarges form-
ulated by the governiiig board, charging a permanent employee
of the district with immoral conduct, conviction of a felony or
of any crime invok;ng moral 1,11-nitwit., with ilicolapeleiwy
due to mental disability, with willful refusal to perform regu-
lar assignments without reasonable rause, as presribed by
reasonable rules and regulations of the employing school dis-
trict, with violation of Section 9031, with knowing member-
ship by the employee in the Communist Party or with viola-
film of any provision in Sections 12952 to I295s, inclusive, the
governing board mitt', if it th.ms such action necessary. immt.
diately suspend the employee front his duties and give notiee
to him of his suspension. and that 30 days after service of i II
notice, he will he dismissed, unless he demands n hearing.

If the permanent employee is suspended upon charges of
knowing membership by the employee in the Communist Party
or fur any violation of Section 9031, 12952, 12953, 1295-1,
12957, or 12958, be may within 10 day: after service upon
him of notice of sue,' suspnsion file with the governing board
a verified denial, in writing, of the charges. In such event the
permanent employee who demands a hearing within the 30
day periot: shall continue to bo paid his regular salary during'
the period of suspension and until the entry of the decision of
the Commission no Professional t'onitieteriee, if and during
such time as he furnish o the school district a suitable bond,
or other security aceeptalile to the governing board, as a guar-
antee that the employee will repay to the school district the



-4
amount of salary so paid to him during the period of snspen.
sion in case the derision of the Commission on Professional
Competence is that It shall be dismissed, If it is determined
that the employee may not be dismissed, the school district shall
reimburse the employee for the cost of the bond

SEC. H. Section 13409 of the Education Code is amended
to read:

13409. Whenever any certificated employee of a school dis-
trict is charged with the commission of any sex offelpe as de-
fined in Section 12912 by complaint, information or indict-
ment filed in a court of competent jurisdietion, the governing
board of the school district shall immediately piney the em-
ployee upon compulsory leave of absence for a period of time
extending for not more than 10 days after the date of the
entry of the judgment in the proceedings. The governing board
of the school district limy extend the compulsory leave of
absenee of the employee beyond such period by giving notice
to the employee within 10 days after the entry of judgment in
the proecedings that the employee will be dismissed at the ex-
piration of 30 days from the date of service of the notice, un-
less the employee demands a hearing as provided in this ar-
ticle.

Any employee pineed upon compulsory leave of absence
pursuant to this section shall continue to be paid his regular
salary during the period of his compulsory leave of absence
if and during such time as he furnishes to the school district
a suitable bond, or other :..eeurity acceptable to the governing
board, as a guarantee that the employee will repay to the
school district the moonlit of salary so paid to him during the
period of the compulsory leave of absolve in as the employee
is convieted of such charges, or fails or refuses to return to
service following an acquittal of the offense or dismissal of
the charges. If the employee is acquitted of the offense, or the
charges against him are dismissed, the school district shall
reimburse the employee for the cost of the bond upon his
return to service in the school district.

If the employee does not elect to furnish bond, or other
security acceptable to the governing board of the district, and
if the employee is acquitted of the offense, or the charges
against him are dismissed, the school district shall pay to the
employee his lull compensation for the period of the compul-
sory leave of absence upon his return to service in the school
district.

Whenever any certificated employee of a school district is
charged with the commission of any narcoties offense as de-
fined in Section 12912.5, or a violation of subdivision 1 of
Seetion 261 'if I C1.111% iOnS 1130 to 11532, in-
elnsivc, 11 510. or 119111 to 1 1915. inclusive insofar its snub
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aeetions relate to subdivision (e) of Section 11901, of the
Health and Safety Code, by complaint, information. or indict
meat filed in a court of competent jurisdiction, the governing
board of the school district may immediately play the em-
ployee upon compulsory leave in accordn.,ce with the procedure
in this seetion.

SEC. 9. Section 13.110 of the Education ('ode is amended
to read:

13410. The notice of suspension and intention to dismiss,
shall be in writing and be served upon the employee person-
ally or by United States registered mail addressed to the
employee at his last known address. A copy of the charges
filed, together with a copy of the provisions of this article,
shall be attached to the notice. If the employee does not de
11)811(1 a hearing within the 30-day period, he may be dismissed
upon the expiration of 30 days after service Of the notice.

SEC. 10. Section 13112 of the Education Code is amended
to read:

13412. When any employee who has been served with no-
tice of the governing board's intention to dismiss him demands
a hearing, the governing hoard shall have the option either (a)
to rescind its action, or (h) schedule a hearing On the Matter.

SEC. 11. Section 13113 of the Education Code is repealed.
SEC. 12. Section 13413 Is added to the Education Code, to

read:
13413. In the event a hearing Is requested by the employee,

the hearing shall be commenced within 60 days from the date
of the employee's demand for a hearing. The hearing shall he
conducted and a decision made in accordanee wit,, Chapter 5
(commencing with Section 11300) of Part 1 of Division 3 of
Title 2 of the (;overnmetit Code, rind the Commission on Pro-
fessional Competence shall have all the power granted to an
agency therein.

No witness shall he permitted to testify at the hearing ex-
cept alum oath or affirmation. No testimony shall he given or
evidenee introdueed relating to matters which occurred more
than four years prior to the date of the filing of the notice.
Evidence of records regularly kept by the governing hoard
concerning the employee may be introdneed. but no decision
relating, to the dismissal or suspension of any employee shall
be made based on charges or evidence of any nature relating
to matters occurring more than four years prior to the tiling
of the notice.

In those causes specified in subdivisions (b), (f), (1), 01,
(j), and (k) of Section 13403, the hearing shall be conducted
by a hearing officer whose decision shall be binding on the
board. In the event the employee is charged with any of the
causes specified in subdivisions (a). (e), (d), (e), and (g) of
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Section 13403, the hearing shall he emidueted by a Commission
on Professional Competence. One member of the panel shall be
selected by the employee. MIV member shall he selected by the
governing board, and one member shall be a hearing officer of
the State Office of Administrative Proeednre who shall bat
chairman and a voting member of the competency panel and
shall be a .sponsible for fissuring that the legal rights of the
employee are protected at the hearing. If either t'e governing
board or the employee for any reason fails to select a eommis-
sion member at least seven days prior to the date of the hear-
ing, such failure shall constitute a waiver of the right to selec-
tion, and the eounty board of education or its specific designee
shall immediately make the selection, Wilco the county board
of education is also the governing board of the school district,
the selection shall be made by the Superintendent of Public
histroetion. echo shall he reimbursed by the school district for
all costs incident to the selection.

The member selected by the governing board and the mem-
ber selected by the employee shall have at least five years'
experience in the specific educational function of the accused
IN Met forth in Section 130:6.

In those instances %Olene the employee has been charged with
any of the causes spevified in subdivisions (a), (e), (d I, (el,
and (g) of Section 13403, the decision shall he made, by it
najority vote, by the Commission on Professional Completive
which shall prepare a %vritten decision continuing findings of
fact, determinations of issues and it 111SpOS11.1011 either:

(a) That the employee should be dismissed.
(b) That the employee should not be dismissed.
In those instances where the employee has been charged

with any of the causes specified in subdivisions (a), (c), (d),
(e), and ( g ) of Section 13403, the decision of the Commission
on Professional Competence shall be deemed to be the final
decisioli of the governing board.

The board may adopt front time to time such rules and pro-
cedures not inconsistent with provisions of this section, us may
be necessary to effect nate this section.

The governing board and the employee shall have the right
to be represented by counsel.

If the governing board orders the dismissal of the employee,
the 'governing board and the employee shall share opially
the expenses of the hearing, including the cost of the hearing
officer. The employee and the governing toured shall pay their
own attorney fees.

If the governing board orders that , Hi employee not be dis-
missed, the governing board shall pay a expenses of the hear-
ing, including the cost of the hearing officer, and reasonable
attorney fees incurred by the employee.
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SEC. 13: Section 13414 of the Edueal ion Code is repealed
SEC. 13.5. Section 13114 is added to the Education ('ode,

to read:
13414. The decision of the Commissioo oft Professional

Competence nifty, On petition of either the governing board or
the employee. be reviewed by a court of competent jurisdiction
in the same manner as a decision made by a hearing officer
under Chapter 5 (eommencig with Section 11500) of Part 1

of Division 3 of Title 2 of the Government ('ode. The court, on
review, shall exercise its independent judgment on the evi-
denee. The proceeding shall be set for hearing at the earliest
possible date and shall take precedence over all other cases,
except older matters of the same character and matters to
which special precedence is given by low.

SEc, 14. Section 13415 of the E uention Code is repealed.
SEC. 15. Section 13416 of the Education Code is repealed.
SEC. 16. Section 13417 of the Educktticoi Code is repealed.
SEC. 17. Section 13418 of the Education Code is repealed.
SEc. 18 Sect ion 13419 of the Education Code is repealed.
SEC. 19. Section 13420 of t he Education Code is repealed.
SEc. 20. Section 13421 of the Education Code is repealed.
Six. 21. Sect ion 13422 of the Education Code is repealed.
SEc. 22, Sect ion 13123 of the Education ('ode is repealed.
SEc. 23. Section 13424 of 1 he Education ('ode is repealed.
SEC. 24, Sect ion 13125 of the Education ('ode is repealed.
SEC. 25. Sect ion 13426 of t he Education Code is repealed.
SEc. 26. Section 13427 of the Education Code is repealed.
Sm. 27. Sect on 13428 of the Educat ion Code is repealed.
SEc. 28. Sect ion 13429 of the Educat ion Code is repealed.
SEC. 29. Section 13430 of the Education Code is repealed.
Svc. 30, Section 13431 of the Education Code is repealed.

31. Section 13432 of the Education ('ode is repealed.
SEC. '32. Section 13433 of the Education ('ode is repealed.
SEC. 33. Section 13434 of the Edneation Code is repealed.
SEc. 34. Section 13435 of the Education Code is repealed.

:15. Section 1343ti of the Education Code is repealed.
Su-. :16. Section 13437 of the Education Code is repealed.
SEc. 37. Section 13438 of the Education Code is repealed.
SEC. 38. Section 13439 of the Education Code is amended

to read:
13439. If the employee has been suspended pending the

hearing, he shall be renstated within five days after the gov-
erning hoard's decision in his favor, and shall be paid full
salary by the governing board for the period of his suspension.

SEc. 39. Section 13440 of the Education Code is repeated.
Spa% 40. Article 5.5 (commencing with Section 13485) is

added to Chapter 2 of Division 10 of the Education Code, to
read:
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Article 5.5. Evaluation and Assessment of
Performative of Certificated Employees

13485. It is the intent of the Legislature to establish a
uniform system of evahnition and assessment of the perform-
ance of eertificated personnel within eae school distriet of
the state. The system shall involve the development and adop-
tion by each school district of objective evaluation and assess-
ment guidelines.

13486. In the development and adoption of these guide-
lines and procedures, the governing board shall avail itself of
the advice of the certificated instructional personnel in the
district's organization of vertificated personnel.

13487. The governing board of each school district shall
develop and adopt specific evaluation and assessment guide-
lines which shall include but shall not necessarily be limited
in content to the following elements:

(a) The establishment of standards of expected student
progress in each area of study and of techniques for the assess-
ent of that progress.

(b) Assessment of certificated personnel competence as it
relates ,0 the established standards.

(e` Assessment of other duties normally required to be per-
formed by certificated employees as an adjunct to their regu-
lar assignments.

(d) The establisheut of procedures and techniques for as-
certaining that the certificated employee is maintaining proper
control and is preserving a suitable learning environment.

13488. Evaluation and assessment made pursuant to this
article shall be reduced to writing and a copy thereof shall be
transmitted to the certificated employee not later than 60
days before the end of each shool year in which the evalua-
tion takes place. The certificated employee shall have the right
to initiate a written reaction or response to the evaluation.
Such response shall become a permanent attachment to the
employee's personnel file. Before time end of the school year, a
meeting shall be held between the certificated personnel and
the evaluator to discuss the evaluation.

13489. Evaluation and assessment of the performance of
each certificated employee shall be made on a continuing basis,
at least once each school year for probationary personnel, and
at least every other year for personnel with pera.-met status.
The evaluation shall include recommendations, if necessary, as
to areas of improvement in the performative of the employee.
In the event an employee is not performing his duties in a
satisfactory manner according to the standards prescribed by
the governing board, the employing authority shall notify the
employee in writing of such fact and describe such unsatis-
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factory performance. The employ iii iithority shall thereafter
confer with the employee making specific recommendations as
to areas of improvement in the employee's performance and
endeavor to assist him in such performance.

SEC. 41. Sections 1 to 3!) of this net shall become operative
on the 61st day after the final adjournment of the 197:: Regu-
lar Session of the Legislature.

SEC. 42. Artie le 5 (commencing with Section 13401) and
Article 5.5 (commencing with Section 13485) of Chapter 2 of
Division 10 of the Education Code Allan not apply to cer-
tificated eniployees in community colleges if Senate Bill No.
696 or Assembly Bill No. 3(132 is enacted at the 1971 Regular
Session of the Legislature.

0
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Dear Mrs. Henry:
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Thank you for your correspondence relating to teacher evalua-
tion,in which you ask, "should a teacher be evaluated primarily
against the intellectual, cognitive goals of education or against
affective, attitudinal goals?"

In my judgment, any simple statement in favor of either
cognitive or affective criteria would be both misleading and wrong.
Like so many matters, this is not an either /or situation. Both
cognitive and affective goals must be considered in any effective
evaluation. Just as a brilliant teacher who scores at the top
of a cognitive goal scale but cannot convey his knowledge to
others falls short of being an ideal teacher, so does a person
with all the right attitudes and intentions who is lacking in
intellectual skills.

I am enclosing a packet of information which includes a
summary of the so-called Stull Teacher Competency Act and a speech
in which I related my view of some of the act's provisions. Hope-
fully, this material will assist you in_ understanding my intent.
Please don't hesitate to contact me at anY)time when I may be
of any further assistance.

Sincer,

(
L

John Stull, Assemblyman
/ 80th District

Enclosures





4. In those cases not requiring a Commission on Professional
Competence, when the employee is charged with advocating acts of
criminal syndicalism, conviction of a felony, violations of Sections
9031 or 12952 through 12958 of the Education Coale, and/or having
membership in the Communist Party, the final d:,!cision shell be made
by a hearing officer from the Office of Administrative Procedure.
His decision shall be final as prescribed under Section 11517 of
the Education Code.

5. The bill requires a bi-annual evaluation of every certi-
ficated employee, that it be reduced to writing, and that it be
transmitted to the subject employee, It further directs school
districts to develop evaluation guidelines and procedures to include
assessment of instructional competency and other noninstructional
duties in classroom environment. If an employee is found to be
performing unsatisfactorily, the employer must confer with him, make
recommendations for his improvements, and endeavor to assist him in
improving.

6. AB 293 provides that in cases where employees are dismissed
the board and employee shall share the cost of the hearing. Other-
wise, the board shall pay all expenses, including reasonable attorneys'
fees incurred by the employee. The bill does not affect probationary
teachers.
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Assemblyman John Stull
Republican Caucus Chairman
State Capitol
Sacramento, California 95814

San Diego County
Administ1ators Association
Mr. Jim Slezak, President
February 2, 1972

LADIES AND GENTLEMEN:

It is a great pleasure to have this opportunity to share some thoughts with

you on my bill on California teacher tenure--a matter which should be of vital

concern to all of us, as school administrators, as legislators, as educators, as

parents, as taxpayers, and as citizens of this state.

Frankly, getting this bill through both houses of the legislature and signed

into law by the Governor was one of the few encouraging developments during the

past year. Based on our overall performance during that longest-ever session of

th3e legislature, I cannot fault the child who said the Capitol rotunda was built to

give the legislators a place to run arourA in circles.

Our whole situation reminds me of the old story about the doctor, the

engineer, and the politician, who were arguing about which of their professions

was the oldest. Said the doctor, "The Bible says that Eve was created by carving

a rib out of Adam. I guess that makes mine the oldest profession."

"Not at all, " said the engineer, "the Bible tells us how the world was

created out of chaos, and how could there be any order brought out of chaos

without an engineer to help?"

Whereupon the politician broke in, "Wait a minute, " he said, "who do

you think created the chaos?"
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Well, I'll admit to being a politician myself, but I don't like the current

chaos any better than the rest of you. That is one of the reasons that passage of

the tenure bill provides much satisfaction--it's a bright note. After forty years,

a major step has been taken to reform an outdated, grossly unfair condition.

Governor Reagan generously termed the measure "The most advanced legislation

in the area of teacher tenure ever considered in California. " I'm eager, there-

fore to present my side.

In a recent article entitled "The Concept of Accountability in Education, "

Dr. Roger Freeman observes that President Nixon, in making the first Education

Reform message to Congress in March, 1970, made it clear that although far more

money will be needed for education in future years, money alone was not the

answer.

"We must stop congratulating ourselves, " said the President, for spending

nearly as much money on education as does the entire rest of the world$65

billion a year on all levels -when we are not getting as much as we should out of

the dollars we spend. "

The President went on to promise, "As we get more education for the

dollar, we will ask Cong.ess to supply many more dollars for education."

I think the situation regarding school finance is comparable in Sacramento.

And, as Dr. Freeman points out, "If we are to establish accountability for

huge manpower and material resources, whether in education or in any other field,

we must relate input to output, investment to return. Quantity is usually easier

to gauge than quality, input easier to determine than output. But some measure-
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ment of quality is essential, particularly in education.

"Until not so many years ago almost everyone active in education knew

how to measure the quality of a school: class size; qualificatior of the teachers;

number of books in the library; age, size, and equipment of the buildings; and

dozens of similar gauges. But the final and most widely recognized yardstick of

school quality that included all other measurements was: dollars expenditure per

pupil in average daily attendance.

"There is just one trouble with these data: they all list input, the re-

sources consumed by the schools; they don't measure the output or product. We

know how many young people go through the schools and how many graduate. We

don't know how much they learn while they are there. We don't record the

capacity and the skills and knowledge of the students when they enter school, nor

when they leave. If we did, we would at least know how much was added in the

meantime, although there still would be a question of how much of the increase

should be credited to the school."

Dr. Freeman goes on to say that We shall have to measure the skills and

knowledge of children when they enter school and at stated intervals during their

years of attendance. We must then evaluate their progress in light of their own

capacity for growth and compare it with the advance which other, similarly

situated children achieved in the same school or elsewhere. Accountability

should help to stimulate teachers, principals, and school systems to vie with each

other in friendly competition for the most effective instructional methods."

While I may not agree with Dr. Freeman's concepts of accountability and



evaluation in total, I do think he fairly accurately describes the need for

establishing evaluation and assessment guidelines for judging the progress of the

pupil, the teacher, and the administrator.

In view of this, then, if asked for a definition of Assembly Bill 293, I

would say that this legislation was an attempt to establish an evaluation system

together with a revised due process dismissal system designed to affirm or deny 11,

efficacy of the evaluation in cases where improved effectiveness has not been

demonstrated.

That's quite a mouthful. But that's really the nub of the law. It is not

enough to say, "You're being dismissed because you are incompetent." What is

needed is a system which arrives at a soundly-reasoned definition of competence,

one which takes into account human differences, and prescribes fair and equitable

procedures for measuring one's performance in light of that definition. The system

must be as individualized as possible, and should provide for improvement.

Our iniiial studies began in 1968 with the Senate Education Committee

reviewing California's tenure structure during interim studies. In 1969, the

Assembly Sub-Committee on Educational Environment, which I chaired, reviewed

tenure in elementary, secondary, and higher education. My first attempt to

revise the tenure laws came in 1970, when I introduced Assembly Bill 2026. This

attempt failed, however, and it was not until the 1971 Legislative Session that,

with the assistance of Senator Albert Rodda, chairman of the Senate Education

Committee, I was able to steer AB 293 through the legislature and have it signed

by the Governor.
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In both the Assembly and Senate studies of present tenure laws, the

evaluation system was of key concern. Even in discussing dismjssal procedures,

one conceptual question which always arose was, "How do you assess competency?"

In Assembly Bill 293, I feel the legislature has provided you, the educational

community, with the guidelines necessary for a reasonable assessment of com-

petency. I would therefore now like to review with you the evaluation section of

the new law.

Among other things, the law requires each school board to adopt a uniform

set of evaluation and assessment guidelines for use in evaluating the professional

competency of its certificated personnel, and further requires that these guide-

lines be put in writing. In other words, school boards are, under the new law,

required to put down on paper and make available to their certificated personnel

guidelines of expected job performance, guidelines designed to assist the certifi-

cated person in knowing what is expected J f him, and how the school board will

go about reviewing his competency.

In the development of these evaluation and assessment guidelines and

procedures, the new law requires that school boards avail themselves of the advice

of certificated instructional personnel. !t was my intention from the outset that

certificated personnel be reviewed by their peers. To insure that the

established are appropriate to the field in which the employee is certificated, I

felt that input from the certificated personnel themselves in the formulative stages

was essential. In writing this provision into the law, I envisioned this involve-

ment being accomplished through either a teachers' committee appointed by the
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superintendent, or with the assistance of the certificated employee council, or

with the assistance of teacher organizations as defined under the Winton Act.

No matter which method is in fact utilized, certificated personnel input at the

formulative level is essential to insure a quality product, and I am hopeful that

you will keep this portion of the new law in mind as you proceed with its

implementation.

In formulating evaluation and asbe.. ment.guidelines, the new law clearly

establishes four areas that must be considered:

1. The establishment of standards of expected student progress

in each area of study and techniques for the assessment of that

progress;

2. Assessment of certificated personnel competence as it re-

lates to the established standards;

3. Assessment of other duties normally required to be per-

formed by certificated employees as an adjunct to their regular

duties and assignments; and,

4. The establishment of procedures and techniques for

ascertaining that the certificated employee is maintaining proper

control and is preserving a suitable learning environment.

Now in legal terms, these four points are, I guess, easily understood.

But in layman terms, such as you and I can understand, what is this portion of the

new law saying?

Basically, the first two points require you to establish an expected level
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of student progress over a given period of time and then adopt a system of evaluat-

ing his progress to see if he has achieved the expected level. You are then asked

to evaluate the competency of the certificated employee on the basis of how well

his student did in achieving the established progress. In other words, what do you

expect the student to learn, and has the employee been able to bring the student

along satisfy torily to meet that established goal?

The remaining two points involve judging a certificated employee's per-

formance in professional work related to his primary normal assignments, and his

ability to ma;ntain discipline and good order among his students.

It has come to my attention that many administrators have interpreted this

fourth pointpertaining to the preservation of proper control and a suitable learn-

ing environment -in such a way that it applies solely to instructors. This is clearly

not the intent of this point, nor is it the intent of the law. This law applies to all

certificated employees, from superintendent on down. Every certificated employee

of a school district is responsible in his own area to insure that every student is

afforded the best possible education by the best qualified certificated personnel.

This was my intent, and I believe it is clearly the intent of the law.

Although these four points constitute in the minds of many educators the

heart of the law, of equal importance to me is the requirement that any guidelines

which are established must include adequate provisions for follow-up counseling.

More specifically, this new law requires you to take four specific steps before any

dismissal action can be taken against a certificated employee considered deficient

in his evaluation ratings:
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1. The certificated employee must be notified in writing of

the unsatisfactory performance;

2. The written notice 'of unsatisfactory performance must be

clearly and comprehensively stated;

3. The evaluator must meet and discuss with the employee

and make specific recommendations on improvement of his

performance; and,

4. Positive steps must be taken to assist the employee up-

grade his performance.

All too often professional personnel ale not given the opportunity to have

their work regularly evaluated, and in turn given the opportunity to improve in

areas in which.they may be deficient. This section of the new law not only pro-

vides this opportunity--it mandates it.

Another major point which has caused a great deal of concern throughout

the state is that section of the new law which requires that the evaluation and

assessment guidelines be distributed to certificated employees no later than sixty

(60) days prior to the end of the school year. To complicate this matter even more,

the current effective date of Assembly Bill 293 would require that this information

be provided for the 1971-72 school year. It was not my intention to work a hard-

ship on school districts in meeting deadlines, and accordingly I have introduced

urgency legislation which set the effective date of this legislation as July 1 of

this year. This should allow adequate time to establish and distribute the evalua-

tion and assessment guidelines for the 1972-73 academic year.
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It may be that these evaluations will require that roles of educators be

changed.

It may be that the establishment of standards will cause some serious re-

thinking of educational objectives.

It may be that carrying out the evaluation process will require rearrange-

ment of resource allocations.

If such is the case, I am pleased, for these are considerations which I feel

are long overdue.

It is amazing to me that educators so often say that it is nearly impossible

to judge quality. Every time I go to a school I can receive privately from

administrators and teachers a list of the five best or the five worst teachers and

administrators in that school. The evaluation section of the new law simply asks

that those judgments be acted upon to either make the worst better or let them

find other employment.

(PAUSE)

Turning now to the second part of the new law, that which pertains to dis-

missal procedures, we have for years had a due process system which required

action by the Superior Court to dismiss tenured certificated personnel. Even a

cursory reading of the few cases brought before the courts for action on the grounds

of incompetency reveal that the most serious difficulty has been in terms of defining

standards of competency. The courts have said that one must define competency

before calling a certificated employee incompetent. The courts have further

stated that if there are no standards, then obtuse variations in teaching practices
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cannot be termed incompetency.

You will note that Section 13487 of the new law speaks of the establish-

ment of standards and the assessment of how well those standards have been met.

The term "standards" is not intended to intimate arbitrary, rigid, or capricious

action. I intended from the beginning to require simply that local people,

familiar with local problems, begin to look at the education of students as the

primary determinant of certificated employee effectiveness. Certainly students

vary as to ability and diligence. A standard does not mean that all students must

--it rather establishes a goal to which the educational process must work toward.

What Assembly Bill 293 is attempting to accomplish is the establishment

of a flexible mechanism for setting standards at the local level. I must emphasize

that standards required by this law do not require a single criteria--the law'does

not require that all children learn at the same rate--the law does not require that

all teachers or administrators think alike, or act alike. Assembly Bill 293 simply

says define what results you wish to achieve and then evaluate your certificated

personnel and your instructional programs on the basis of achieving those results.

It has been my hope all along that this law will provide school officials

with the tools needed to provide their schools and the communities they serve with

the best qualified employees available, and ro keep the quality high. In order to

insure that this desired high excellence of certificated personnel is maintained, it

was necessary to establish dismissal procedures which could be utilized after the

standards established by school districts had been applied in evaluating the com-

petence of certificated personnel. Accordingly, the dismissal section was designed



to change, in two major ways current law controlling the dismissal of tenured

certificated employees in California: First, dismissal hearings will no longer be

heard before th, Superior Court; and, second, all dismissal hearings will be. con-

ducted at the local lave' by either a state hearing officer or a Commission on

Professional Competence in accordance with the Administrative Procedures Act.

The hearing officer shall consider all charges dealing with acts of criminal

syndicalism, physical or mental conditions which affect ability to perform, con-

viction of a felony or crime of moral turpitude, violations of specific cedes, or

knowing membership in the Communist Party.

The Commission on Professional Competency shall sit when charges involve

the qualifications of the certificated employee to continue in his designated

capacity based upon the evaluation and assessment guidelines established by the

local district. The Commission will consist of three members--the hearing officer

and two experienced personnel who shall have at least five years experience in

the specific educational function of the accused as set forth in Section 13055 of

the Education Code. One of the two shall be chosen by the employing authority,

and the other chosen by the employee in question. The hearing Officer from the

Office of Administrative Procedure shall serve as chairman and a voting member

of the three-man panel.

In those cases requiring a Commission on Professional Competence, the

panel shall, by majority vote, prepare a written disposition containing the find-

ings of fact, determinations of issues, and a decision to either retain or dismiss

the employee. Their decision shall be deemed to be the final decision of the
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school district's governing board. In cases heard only before the hearing officer,

his decision shall also be binding on the school board.

Either party may of course appeal the decision to the Superior Court. In

including this appeal procedure, however, it was not then, nor is it now, my

intention to allow the courts to have trial de novo in hearing the case. Although

the law does read that the courts may exercise their "independent judgment on

the evidence, it also states that the courts shall review any appeals in the same

manner as a decision made by a hearing officer under Chapter 5 of the Government

Code.

Were this law written any other way, it would merely have established

another bureaucratic step between the school district, acting as the employer,

and the courts. This was not my intention. Rather, it was my intention to establish

a totally separate hearing body whose decision would be final but which could be

appealed to the courts only for review of evidence. The court may direct the

hearing officer in areas which it finds lacking and new evidence may be presented

to the court through the hearing officer, but it was not my intent to authorize the

courts to hold a new trial upon appeal.

This removal from the Superior Court obviously should have the effect of

removing some of the load from our already overcrowded courts. In addition, it

establishes peer group evaluation, a system which clearly places the burden on the

professional educator to scrutinize and improve his own profession.

All of these changes will, hopefully, be beneficial to the education of the

children of this state--and that, after all, is what we are all working for in the
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field of education.

In conclusion, I would like to tell you of a thought-provoking article I

read in the Los Angeles Times. Sidney J. Slomich was the author, and the big

black heading was "An Expert's Warning: Beware of Experts."

The article begins with this story. "One night a man dreamt that a monster

was on his chest, choking him, trying to kill him. The man woke in terror and saw

the monster above him. 'What is going to happen to me?' the man cried. 'Don't

ask me,' replied the monster, 'it's our dream.'"

Certainly this story applies to some facets of the public education picture.

Although I disagree with some of Mr. Slomich's ideas, I think, generally, that

what he says is well taken and points up a malaise from which the American public

has suffered increasingly.

In many areas, it is as though there has been a moratorium declared on

common sense. People have rushed to let an "expert, " self-styled or otherwise,

tell them how something should be done. Nowhere is this more evident than in

the field of education.

For many years, parents have retreated before the "experts" to the degree

of absurdity and a number of half-baked theories have been propounded as gospel

--theories which have helped bring public schools to their present crisis point in

public confidence. Nowhere is this more obvious than in the area of teacher

tenure, and the trap for all which has resulted. Fanatical defense of incompetents

by the profession in the past has not helped the competent;: but merely served to

lower the standard and sully the reputation of all teachers.
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FlOwever, the public finally realized that the monsier was in its own

dream and that, in the final analysis, it could control the outcome. Contrary to

the attitude of many of the more militant educators, the public sector--the paying

public sector, if you please--can and inevitably will withdraw support if it is not

reassured. There is a confidence gap, and the pendulum is swinging between what

was almost blind faith in schools and a current sense of what almost amounts to

repudiation as evidenced by the continued failures of bond issues and tax overrides.

The good faith and responsibility with which the teaching profession meets

this new law will have much to do with public attitude. Tenure reform is an idea

whose time has come, and cooperation by all certificated employees and school

districts in implementing it is the best insurance they have that tenure will be

maintained. The new law protects competent teachers and takes them out of

built-in unfair competition with the incompetents.

What has gone before has not been to the advantage of the competent

teacher or the system as a whole. It has jeopardized the product. And yet a

quality product should be our common goal in the schools. This can only be

achieved with diligence, dedication, and common sense on the part of all Con-

cerned.

It's up to all of us.

Let's get on with it!

lli
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CAMINO ALTO *ND MILLEN AVENUE MILL VALLEY, CALIFORNIA 94941 TELEPHONE: 14131 346 3294 k 'sT.,.
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September 26, 1972

Superintendent
High School District
1000 Normal Street
City, California

Dear Sir:

I am a doctoral fellow making "An Investigation of the Implementation of
Interrelated Elements of Teacher Competence and Pupil Progress in Vocational and
Career Education. " The results of this study should provide new dimensions to the
areas of teacher evaluation, particularly in vocational and career education.

The involvement of one of the vocational and/or career education programs
of your district would provide valuable input for the study. The data collection
process involves the completion of a questionnaire and an interview.

Will you please grant me the opportunity to collect the necessary data
from your district's program? The implementation of the data collection process
would be coordinated through your Vocational and Career Education contact
person or District Vocational Education Coordinator. It is estimated that less than
sixty minutes would be involved in the total data collection process.

This study is supported by the California State Department of Education,
Vocational Education Section.

Thank you for your attention and consideration.

Sincerely,

(Mrs.) Marcelett C. Henry
Homemaking and Consumer
Education Deportment

MCH:ca
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IW:1 ,
Novembor 27, 1972

Dear Colleagues:

We are seeking your opinions to help us suggest ways in which vocational
and career education programs might be improved. Your response to the

enclosed questionnaire will be extremely helpful and greatly appreciated.

The questionnaire is,designed to: (1) help vocational and career education
teachers improve learning opportunities for students: (2) help students
acquire vocational and career training which will prepare them for employ-
ment and the world of work; and (3) assist administrators in improving

leadership and learning opportunities for teachers and students.

Please do not sign your name or identify your school. If you wish to make

additional comments. please write them on the last page of the questionnaire.
As soon as you have completed the questionnaire, please return it to me in

the attached envelope.

Thank you, for your help and cooperation.

Since ly;

(tl s.) tarcelett C. Henry
er.ca e:ALAT

Homemaking and Consumer
Education Department

End:



VOCATIONAL AND CAREER EDUCATION

QUESTIONNAIRE

PART 1.

Date

A. What is your position? Please check (I) one of the following blanks to indicate

your position.
Teacher Administrator

It you are a teacher, would you please list the vocational or career education

courses you teach.

PART II.

Directions: In responding to each question in this section please be as objective

and honest as possible. Indicate your response by placing a check (V) in the

appropriate space provided. If you have additional comments or suggestions, use the

as page of this questionnaire.

. .
.
,..

0
..::

.
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4 E
.

....

. Do you carefully plan and erganize each educational and or
learning activity for teachers :and students?

2. Are educational activities efficiently managed to maintain
orderliness and attentiveness of students/teachers?

3. Are classroom procedures directed for the convenience
of students?

4. Do you evaluate students/teachers alter sufficient
observation?

5. Do you encourage others to express opinions even though
these sainions differ with ysu_i/g,t1t?

17TiTiAlucational activities ccaducted with an attitude of
friendline:s.,ng feelings of mw+,11 intrTeSt.

17-7i a teach?riaUministrator. tic. you welcome criticism

and rate gOnd use of i0
lr.---Ze boots. supplies and eguiL'.nt easily available

for students?
9. Do you delved students/teachers against unwarranted

attacks and criticism?
10. Do you establish schedules and efficient routines to

reel current needs.

'

11. Are you respected by students?

12. Are you respected by other teachers/administrators?

13. Aru you respected by parents and community?

14. Do you give recognition to achievement of individuals?

15. Do you provide clearly written delined educational
goals and objectives?

16. Are measures of student progress clearly outlined?

17. Does the school district have clearly written process
criteria for teacher evaluation?

10. Are evaluators known and competent to evaluate the
evoluntee?

19. Are the expectations of your assignment realistic
and attainable?

20. Are teaching and learning objectives specific and
attainable?
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21. Do you have the necessary school-conviunity advisory
support for nccoLullishing your assisiimnt?

22. Do you have a written job description?

:'3. Did you write your job description?

24. Arc you involved in the evaluation process of your
school?

25. Do you make a self-app:aisal of your job performance?

26. Do you perform adjunct duties? Supervision of other school
activities. etc.

k7. Does your district have formally adopted guidelines
for assign-dent of aili4nct datics?

O. Does your district nave adopted procedures for review
and reassessdent .: the school's evaluation process?

.

29. Are school district criteria available and formally
adopted for assessing "proper control and suitable
learning environment?"

30. Does instruction in vocational and career education
programs qualify a student to continue at the next
level of learning or become employable?

`31. What measures are available for assessing pupil progress?
a. Test scores
b. Skills
C. Job placement
d. Grades
ft. Rating scale
f. Other

32. Does the process criteria for teacher evaluation include
assessment of physical, professional and administrative
resources?
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Pirections: To learn more about the vocational and career education training program
you are teaching or directing, we have listed twenty (2J) items believed important to

the Instructional program. Please check (V) "Already knew" if more than fifty percent

(50;4 of your students knew the information before entering the program, "Not taught"
if this information is not a part of your training program, and "Taught in the classroom"

If the curriculum includes the item and It is taught in the classroom regardless to

whether you check "Already knew ",

During classroom experiences students were taught:

,:,a
434

..
.... mr .
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.3 g'
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Se ,.
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S' 3II ...t~ u
a, that careers are open in many areas of vocational interest.

b. how to get along with other students, teachers and employers.

c. how to set-up and operate the equipment available in the
classroom.

--a7itlie apalication for employment is necessary and
confidential.

e. him to be interviewed.

f, bow to clean the classroom or work area after each activity.

g. how to keep an inventory of supplies and equipment.

h. how to make a purci,ase order.

i. how to demonstrate enthnsta:m for occupational training by
one's personal aucarance.

.

J. that given a task to Ferrol:). students demonstrate their
ability and pride in work well done by thoroughly completing
that task using any creative skills to improve the appearance
of the product or service producod,

k, to become dependuitte and punctual in all class, job and

related activities.
1. that manoumcnt has different expectations and require-

ments of enploxpcs.,
m. to read and interpret rules. regulations. contracts and other

related inform tion regarding emoloymcnt.
n, to listen, understand and follow instructions.

o. to work with all types of people.

p. bow to maintain a safe, clean and uncluttered work area.

q. to observe health and safety rules.
i

r. a skill for entry-level employment.

a. additional skills for increasing earning ability.

t. how to supervise others in group work.
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November 27, 1972

Dear Students:

We 'are seeking your opinions to help us suggest ways In which vocational
and career education programs might be Improved. Your response to the

enclosed questionnaire will be extremely helpful qind greatly appreciated.

The questionnaire is designed to (1) help vocational and career education
teachers improve learnihg opportunities for stAeuts; (2) help students to
acquire vocational and career training which will prepare them for employ-
ment and the world of work; and (3) assist administrators in improving
leadership and learning opportunities for teachers and students.

Please do not sign your name or identify your school.
additional comments please write them un the last page
As soon as you have completed the questionnaire please
the attached envelope.

Thank you for your help and cooperation.

Sincer ly,

4444
Ats.) ..:areelett C. decry

Homemaking and Consumer
Education Department

Encl:

If you
of the
return

wish to make
questionnaire:
it to be in



VOCATIONAL AhU CAREEN UR/CATION

STIMENT QUESTIONNAIRE

Date

PART I.

Directions: In responding to each question please indicate your opinion by placing a

check Gil in the space provided. If you have additional comments or suggestions use

the back of the last page of this questionnaire. These questions pertain to your
vocational and career education teacher.

.

C 2

.. .

C
.3 g.
D. .0

1. Does your vocatinnal education teacher provide
clear and consistnt directions?

2. is your classrooa one of rich. creative learning
activities?

37 Does the teacher deoonstrate leadership by stimalating,
student particiajion?

4. is the teacher helpful in handling unexpected problems
in the classroom?

5. Does the teathe: get along well with other teachers
end faculty re;Ibnr5?

6. Are classruem activities directed for the convenience .

of stud1:0
7. Dues thq teacher seek to lessen the homework burden of

students?
8. Does the teacher evaluate smulenta after sufficient -,

obscrvctinn?
T.17-15 the teacher :hosting concern for good education

rather th-.,n nuhlic relations?

la. Does the teacher plan and conduct meaningful classroom
learning x-eriences?

II. Is the teacher reseonsible and dependable in assisting
students?

12. Does the teacher seem sure of himseti/herself, enjoys working
with students and not eaisly upset?

15. Is the teacher hel;,ful and not a hindrance to your
achievement?

14. Does the teacher make books. supplies and equipment
easily available to students?

15. Does the teacher establish schedules and efficient routines
to meet student needs?

16. Does the teacher defend students against unwarranted attacks
and criticism fron other students?

17. is the teacher respected by students?

18. is the teacher respected by other teachers?

19. Is the teacher respected by parents cad the community?

20. Does the teacher provide assistance to students in
becoming Competent and successful in their assignments?
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T1-71joteacher give recognition to achievement of .

.

Individual stud.nts?
2. Does the teacher provide students with clearly written

defined noals and oblectives for subject area studied?
23. Are measures of student progress clearly outlined and

made knen to the student?
24. Are the expectations of student assignments realistic

and attainAhle?
25. Does the behavior of the teacher influence your progress?

26, Does the instruction in the program qualify you as a
student to continue at the next level of training or
become can.loishIn?

27. Does the teacher seem fair in grading and evaluating .

students?
D. Does the present vocational program have value for

you now and for the future? a .

PART II.

Please place a check (v/) in the appropriate space which best expresses your answer to
the following questions.

29. In general hot do you feel about your vocational training?
interesting Too difficult
Worthwhile Teacher too far
Most worthwhile above students

30. What conditions in the classroom hinder your learning?
Teacher behavior Classroom uncomfortable
Interference by Insufficient materials
other students and equipment

31. If changes were to be made in the teacher's instructional methods, what would
you suggest?

Homework assignments
Test
Individual help
Resources
Extra work

Other:

More Less
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FART III.

PiryCtions: T4 learn wort about the training you are receiving we have listed twenty

1210 Items believed Important to yer instructional program. Please check iii/1 "Already

knew" If you toes the item before entering the classroom; check "Not taught" if the item

Is not a part of your classroom experiences; and Check "Taught to the Classroom" If this

Item is a part of your classroom instruction.

'

During my classroom experience I am taught:

4'
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a. that careers are open in many areas of vocational interest.

b. bow to get alensl, with Other students. teachers and employers.

4. 1104 to set-up and operate the equ:pment available in the
C USSTOOM.

d.

,_

that the application fo- employment is necessary and
confidential.

e. Lo to be interviei:ed,

f.

g.

how to c'ean the classroom and work area after each activity.

how to keep an inventory of supplies and equipment.

h. how to make a purchase order.

I. boa to demonstrate enthusiasm for occupational training by
one's lersn4a1 arrenrance.

J. that given a task to perlorm students demonstrate their
ability and pride in work well done by thoroughly completing
that las:: using any creative stalls to improve the ap;.earance
of :he_ aroduct or service rrodared.

k. to becoue dependable and punctual in all class. Job and re-
lated activities.

1.

m.

that tizingeient has different expectations and requirements
of emillaces
to read and inlerpret rules. regulations. contracts and other
related inCorratioa regarding employrent.

a. to listen. undersiano and iollo4 instructions.

o. to work with all types cf people.

p. how to maintain a safe. clean and uncluttered work area.

q. to observe health and safety rules.

r. a skill for entry-level employment.

S. additional skills for increasing earning ability.

t. haa.to supervise others In group work.

L _
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School District

Total Enrollment

Enrollment in Vocational & Career Education

Approximate Number of Programs

Has your district developed process or product criteria for teacher
evaluation?

How does your district plan to implement the Stull Act?

Does your district have

Who will be involved in

certificated job descriptions?

certificated personnel evaluation?
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Introduction to the State Board's Guidelines

On July 20, 1971, the Governor approved
Assembly Bill 293, often referred to as the 'Stull
Bill." The bill, which was introduced in the 1971
Session of the Legklature by Assemblymen John
Stull and Leo J. Ryan, affects those laws relating
to the dismissal of permanent certificated employ-
ees and the evaluation of all certificated
employees.'

One of the Education Code sections that was
added as a result of the passage of AB 293 requires
each school district to develop and adopt specific
guidelines for evaluating the performance of certif-
icated personnel (Education Code Section 134871.
By passing this bill, it is the intent of the
Legislature to have established Nithin each school
district of the stare "a uniform system of evalua-
tion and assessment of the performance of certif-
icated personnel." The Education Code sections
requiring the development and adoption of evalua-
tion guidelines' are effective as of March 4, 1972.
'therefore, it is assumed that school districts will be
developing such guidelines in the spring and
summer of 1972.

In addition to passing AB 293. the Legislature
passed a companion bill, AB 2999, which the
Governor signed on October 21, 1971. This bill.
which was introduced by Assemblyman Newton R.
Russell, has become Education Code Section lo I.
This new law directs the State Board of Education
to develop and disseite guidclincs which school
districts may use in the development of their
certificated personnel evaluation procedures, as
required by Education Code Section 13487. To
provide such leadership and assistance to school
districts, the State Board of Education has had
these guidelines and accompanying materials
pre pared.

As a result or the passage of Assembly 1011 243, I ducalIon l'ocleV( 13403. 13404 1 14 111. I 34 1 2. and 1 14 19 have been
amended. secnon. 1 1455 1. 489 have hcen .aided hy IIn curie; 011
leClious 134 I 1 ;ifidl 1 14 14 have been repealed. .111t1 new wcInne.
have hero added, using those 'Lune numbers. and xrhuns
13415 134 38 and 1,1440 have IN.en as:pealed.

Purposes of the Guidelines
These state guidelines are offered as a frame-

work that school districts may use in developing
certificated personnel evaluation procedures which
(1) meet the requirements of the law; (2) establish
a uniform system of evaluation and assessment
within each district; and (3) reflect the philosophy,
characteristics, needs, and goals of the local unit.
The philosophy and goals of each school listrict
should be based upon the stale frameworks and
guidelines for instruction, insofar as they exist.

It is also hoped that these stale guidelines will
promote the development of local systems of
personnel evaluation that will serve to improve the
quality of the services provided, individually and
collectively, by the employees of the school
districts. Personnel evaluation systems should do
this by providing for the identification of the
following:

Individuals with outstanding competence and
performance so that they may he commended
in an appropriate manner and so that they
may serve as models to their peers
Conditions under which individuals serve
which handicap the effectiveness of their
services so that such conditions may he
remedied
Weaknesses in the performance of individuals
so that assistance may be provided which is
designed to help such personnel overcome
their operational LIe:a:A:MA'S and become
more effective and efficient
Personnel whose services are unsatisfactory to
such a degree that they should be reassigned
or terminated

Definition of Terms
To develop guidelines that are uniform in

nature, it is important to use the same definitions
for the key words in those guidelines Therefore,
the following definitions II,IVe heel) prepaied so
that the districts w...ill have a CO111111011 dId1011:11y of

terms:



Area of study. A specific branch of learning at
various deve:opmental levels, as designated by
the state or school district governing board

Assessment. The act of determining the degree or
amount of; a determination resulting from the
evaluation process

Assessment criteria. Demonstrable levels of per-
formance upon which a judgment or decision
may be based

Certificated employees or personnel.2 Those
employees or personnel of school districts whose
positions require credentials or certification
qualifications

Classes of employees. Those groupings of employ-
ees whose roles and responsibilities are similar,
as defined in job classification descriptions, so
that any individual in the class can be expected
to perform successfully the responsibilities
(duties) of that class

Evaluatee. One who is evaluated
Evaluation. The process of making considered

judgments concerning the profes..onal accom-
plishments and competencies of a certificated
employee based on a broad knowledge of the
area of performance involved, the characteristics
of the situation of the individual being eval-
uated, and the specific standards of performance
preestablished for the position

Evaluator. Oine who evaluates

2Scction 13142 of the Education Code provides that a school
district governing board may waive any credential requirements for
the chief administrative officer, or superintendent, of the school
district it governs.

2

Goal. A statement of broan ,in,:r.ion or intent
which is general and timeless and is not con-
cerned with a particular achievement within
specified time period

Objective. A devised accomplishment that can be
verified within a given time and under speci-
fiable conditions which, if attained, advances the
system toward a corresponding goal

Other duties. Those actions. in addition to instruc-
tional assignments normally required of a posi-
tion as assigned and/or described in the position
description. that are necessary to enable the
class, school, or school district to accomplish its
objectives

Philosophy. A composite statement of the relation-
ship between the individual and society based
upon beliefs, concepts, and attitudes from which
the goals and objectives of the district are
derived

Proper control. A suitable exercise of influence
over an individual or a group in order to
facilitate learning opportunities

Standard. That which is set up and established by
authority or mutual acceptance as a basis for the
measure of quantity, value, or quality

Standard of performance. An authoritative or
mutually established level of accomplishment

Suitable learning environment. An adequate or
proper set of conditions which facilitate oppor-
tunities for learning

Uniform evaluation system. A system of evaluation
that applies the same guidelines in a consistent
manner to all employees of each type or class of
certificated employees



State Board of Education

The Stale Board of Education's guidelines,
which school districts may use in the development
of certificated personnel evaluation procedures, are
divided into two parts. The first part contains
guidelines for the development of districtwide
policies that will lead to the adoption of a uniform
system of evaluation and assessment of certificated
personnel. The second part provides guidelines for
the development of specific evaluation procedures
for classifications of certificated personnel.

Development of Local Guidelines

The focal guidelines should be based upon an
%Trail operating definition of the school district's
ucational philosophy and goals so that standards

f performance established for specific positions
ay be developed from a uniform base.
The school district governing board should avail

tself of the advice of its certificated instructional
sonnet as it develops its evaluation guidelines,

ncluding both the general provisions and the
pecific elements.

The final, board-adopted district guidelines
ould promote a system of evaluation which is

niform for all certificated personnel of the dis-
ct. It should define, and be applicable to, all the

lasses (classifications) of certificated personnel in
he district. (See the discussion of job descriptions
nder "Development of Specific Evaluation Pro-
dures," which follows.)
The local guidelines should be clearly and
ncisely stated, and they should be reasonable
d understandable to all to whom they apply:
aluators and evaluatecs.
The local guidelines should provide for the
riodic evaluation of the certificated personnel
aluation system they establish, and they should

rovide the mechanisms and procedures necessary
or modifying the certificated personnel evaluation

stem, as suggested by such periodic evaluations.
The local guidelines should be reviewed and

ndorsed prior to their adoption by the legal
unsel of the school distiict to ensure ( I) that

3

Guidelines

they conform to Echicalion ('ode sections 13045
through 13489, and 12) that they could serve as a
legal basin for determining the lack of professional
competence of a certificated employee proposed
for dismissal. (This recommendation also should he
followed in connection with the specific implemen-
tation procedures developed by the district admin-
istrative staff for the actual conduct of the uniform
system of certificated personnel evaluation, as
discussed in the material which follows.;

Development of Specific Evaluation Procedures

The specific evaluation procedures of the school
district for the evaluation of classifications of
certificated personnel also should he developed in
cohalltation with certificated employee group(%)
representing the various personnel classification(s)
concerned.

Job Descriptions Employee Classifications

Generalized job descriptions should he formu-
lated for all certificated personnel positions. The
district's guidelines must apply uniformly to all
certificated positions, but the job desrriptions
should provide Ow basis /Or 11w application of
differing standards or expected levels of periOrm-
ance to, and/or within, different "classes" of
certificated employees. Job descriptions prepared
for noninstructional certificated personnel should
include, insofar as possible, how and in what areas
their services should influence pupil progress, so
that the standards of performance established for
these positions may reflect such responsibilities.'
Job descriptions also should specify, when appli-

For example, the job description fur a "CUrFiCLIIIIIllconsultant"
may specify that he/she is to help improve instructional programs
within a given subject matter, glade level. and/in geographic
The standards of performance established for dial position. then,
might include consideration of whethet pupils have maintained an
improved their progress in the area of the assigned responsthilny
during the tenure of the employee. These standards should he
flexible enough to consider vanables and consnamis !elated to Ihe
instructional matenals available, the a 11,trailenstleN of the pilot
population served, and other featuies ut fin' educational
environment.



cable, the responsibilities of the incumbents f w
evaluating other certificated personnel.

Sonic examples o1 certificated employee classifi-
cations follow. This list presents sonic of the
possibilities available, but it is neither compre-
hensive nor exclusive:

I. Preschool-kindergarten teacher
2. Primary teacher
3. Intermediate grade teacher
4. Junior high school teacher
5. Senior high school teacher
6. Secondary science teacher
7. Special education teacher orthopedically

handicapped
8. Elementary music teacher

. 9. Counselor
10. Principal, secondary school
11. Curriculum consultant
12. Nurse
13. Children's Center teacher
14. Psychologist
15. Research personnel
16. Assistant superintendent, instruction
17. Assistant superintendent, administrative

services
18. Deputy or associate superintendent
19. Superintendents

Classification groupings of certificated persomiel
should be defined so as to group personnel with
like or similar roles and responsibilities. Such
groupings should encompass all the certificated
personnel in the district. (See examples of job
classifications listed in the preceding paragraph.)

Evaluator-Evaluatee Relationships

The evaluator-evaluatee relationships necessary
to the evaluation system should be defined pre-
cisely. Who evaluates whom for what?

Procedures should be established for the evalua-
tor to follow in determining the specific standards
of performance, evaluation criteria, and facilitating
support requirements to be provided by the
evaluator.

The specific standards of performance and con-
comitant assessment criteria developed for each
certificated employee should be compatible with
the district's curricular goals and objectives, and
they should be concerned with each of the
following:

=Section 13142 of the Education Code- provides that a school
district governing board may waive any credential requirements for
the chief administrative officer. or superintendent, of the school
district it governs.
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1. Standards of expected pupil rogress related
to the academic level( sl and subject matter
areals), as appropriate to the employee's
assignment and responsibilities (Nothing in
these guidelines should be construed to sug-
gest that the evaluation of certificated per-
sonnel is to be based solely or primarily on
the results of standardized tests of pupil
ability or achievement.)

2. Other noninstructional duties normally re-
quired to be performed by such certificated
personnel

3. The maintenance of, proper control and the
maintenance and improvement of a suitable
learning environment

The following should be provided for in the
plans for monitoring, in an ongoing manner, the
performance status of the evaluatee:

1. An established minimum number of observa-
tions by the evaluator of the evaluatee in
work situations. The evaluator may use a
variety of observation techniques. These
observations and techniques should be of
sufficient duration and quality to make sig-
nificant contributions to the process of per-
sonnel evaluation. The observations should be
followed by conferences during which com-
mendations and recommendations are pre-
sented to the evaluatee; these commendations
and recommendations should be documented.

2. Meeting the notification requirements of
Education Code Section 13407 regarding the
pending dismissal of a certificated employee,
which must be accomplished 90 days prior to
the filing of a dismissal charge, in order to
provide ample opportunity for the certifi-
cated employee to correct his/her defici-
encies. The final evaluation report, if unsatis-
factory and recommending dismissal, should
not be confused with the formal "dismissal
notice," which must be initiated and served,
as provided in Education Code sections 13404
and 13405.

Procedures should be established for the eval-
uatee to follow should he/she take exception to
the specific standards of performance, evaluation
criteria, facilitating support requirements provided
by the evaluator, and/or ongoing plans for moni-
toring his/her performance status; the procedures
should ensure that the evaluatee has an oppor-
tunity to request a review of the evaluation plans
by some other person(s). (The local guidelines also



should designate the person or persons responsible
for resolving differences of opinion regarding these
matters. )

Personnel Evaluation

District provisions for the formal certificated
personnel evaluation reports should be established
which satisfy the intent and letter of the require-
ments in sections 13488 and 13489 of the Educa-
tion Code. Specifically, these procedures should
ensure that the following are done:

1. The evaluatee is provided, in writing, a copy
of the formal evaluation report not later than
60 days before the end of the school year
.during which the evaluation takes place. if the
evaluatee is performing in an effective or
commendable fashion, the report should so
indicate. If the evaluatee is not performing
his/her duties in a satisfactory manner accord-
ing to the standards of performance initially
established, the report should describe the

5

areas of needed improvemept, recommend
how improvement can be effected, and iden-
tify procedures to he followed by the evalu-
ator and evaluatee to facilitate such an
improvement.

2. A follow-up meeting of the evaluator and the
evaluatee is held to oiscuss the evalualion
report for the purpose of identifying strengths
and/or weaknesses in the employee's perfrm-
ance, with commendations. recommenda-
tions, and/or assistance for his/her improve-
ment, as warranted.

3. The evaluatee is provided with procedures to
follow in order to initiate a written response
or reaction to the evaluation.

The evaluation procedures should provide for
the evaluation of all certificated personnel of the
district on a continuing basis a minimum of once
each school year for probationary personnel and at
least every other year for personnel with perma
nent status.



APPENDIX A

A Summary of AB 293
Effective date Lc identified. The portion of

Assembly Bill 293 which adds sections 13485
13489 to the Education Code becomes effective
on March 4, 1972. This has been interpreted to
mean that districts must begin to develop evalua-
tion guidelines and systems in conformance with
the requirements of AB 293 so that the guide-
lines may be adopted by school district governing
boards in time to be implemented during the 1972-
73 school year.

School board must adopt written guidelines.
Each school district governing board must adopt a
uniform set of written evaluation guidelines for use
in evaluating the professional competencies of its
certificated personnel.

School board must seek advice. In developing
and adopting written evaluation guidelines. a

school board must avail itself of advice from its
ertificated instructional personnel in the district's

organization of certificated personnel.
School board's written guidelines mu:t contain

certain provisions. The written evaluation guide-
lines for certificated employees adopted by each
school board must at least provide for the
following:

I. Establishment of standards of expected stu-
dent progress in each area of study and of
techniques for assessment of that progress

2. Assessment of certificated personnel compe-
tence as it relates to the standards which are
established for individual certificated personnel

3. Assessment of other duties normally required
to be performed by certificated employees as
adjunct to their regular assignments

4. Establishment of procedures and techniques
for ascertaining that the certificated employee
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is maintaining proper control and is preserving
a suitable learning environment

Employees must be informed regarding the
school board's written guidelines A school board
should inform each certificated employee about
the district's evaluation program in advance of its
implementation. Thereafter, new certificated em-
ployees should be informed about the personnel
evaluation program as part of their orientation to
the district. If practical, employees should be
provided copies of the local guidelines and proce-
dures, or copies should be made available at each
school or unit site.

Evaluations must be made in writing. Evalua-
tions must be in writing and transmitted to the
certificated employee not later than 60 days prior
to the end of the school year in which the
evaluation takes place. Following this and before
the end of the school year, the evaluator shall
discuss the evaluation report with the evaluates.

Follow-up counseling for deficient certificated
employee is required. Each school board must
provide for follow-up counseling of a certificated
employee whose professional competency, as
judged under the school board's written evaluation
guidelines, is not up to standard. and the governing
bond must provide assistance for such employee
to upgrade his performance.

Certificated employee evaluated has right to
respond. Certificated employees evaluated must he
idven opportunities to append written statements
of their views to their evaluation reports, and such
statements shall be permanent parts of their
personnel files.



APPENDIX B

Implications of the New Employee
Evaluation Requirements

The certificated personnel evaluation require-
ments in Assembly Bill 293 will have profound,
immediate, and long-range significance to Cali-
fornia public education. Some of the significant
effects are outlined here:

It represents an approach to personnel evalua-
tion by the Legislature which requires that
certificated personnel performance standards
be developed in each school district on the
basis of a uniform set of specific and defini-
tive guidelines.
Its effective implementation, with its express
commitment for follow-up counseling of
instructional personnel, could serve to
improve the education profession by upgrad-
ing instructional competencies or result in the
dismiss4l or reassignment of certilicated
einployi:es who do not meet the standards
estab' :led for their respective assignments.
Its requirement for involving instructional
personnel the development of the actual
standards fcr professional evaluation should
promote better understanding and enforc.:-
ment of the adopted standards.
it requires the local school district to have an
overall operating definition of its educational
philosophy and goals so that standards of
performance established for individual certif.

icated personnel may he developed how a
uniform base which is commonly understood
and accepted. School districts may find it
necessary to review and update the existing
statements of their institutional philosophy
and goals so that they will better serve this
need. Such review and revision. if necessary.
may be of a tentative nature until a snore
deliberate and refined effort is feasible in
order to facilitate the implementation of the
new certificated personnel evaluation proce
dures required by AB 2')3.
It establishes requirements fin
evaluation on a scheduled basis
icated personnel. teaching and
personnel as well as probationary
personnel.'
It is imperative that. throughout the develop
ment of the processes to implement this bill,
school personnel strive to retain and improve
the close human understanding of sensitivity
to children (hat is tile essence of good
teaching and school administration.

the revilar
of all cortil-
nonteaching
and regular

I It is entirely possible dial, II ibe new cettiliculed pelsonnel
requirements of All 293 ;ire not uuplcokeuleJ .111C4/11:liCIV :11 the
local level. a dislrict Illdy nuI be Abb.. lu invol.,%. Ilk inoyishnis the
cone bill tleJlitig wkih die distins.,11 %11itic.11 prsonnel 101
ru.lsons "inomnpeiency.-



APPENDIX C

Suggested Activities for Developing
an Evaluation Program

A suggested sequence of activities for developing
a uniform certificated personnel evaluation pro-
gram follows:

I. Become familiar with those Education
Code sections affected by the passage of
Assembly Bill 293. (See footnote I on page
I of this document.)

2. Become familiar with the guidelines
adopted by the State Board of Education,
which appear earlier in this document

3. Organize a small team to work on the
project to develop the district's uniform
certificated personnel evaluation system,
and/or assign personnel to this task, as
appropriate.

4. Organize an advisory group or involve an
existing advisory group of certificated per-
sonnel to assist the team. This advisory
group should be composed primarily of
instructional personnel and be representa-
tive of the various certificated employee
classifications.

5. Review and revise, as necessary, the local
district's statement of its educational phi-
losophy and goals, as time constraints
allow.

6. Develop local guidelines, which should
include the following:

a. A statement of the district's educa-
tional philosophy and goals which is
compatible with state instructional
frameworks and guidelines. insofar as
they exist

b. Job descriptions for all certificated per-
sonnel positions

c. The classification of all certificated
positions into groupings of personnel
with similar roles and responsibilities

d. Precise definitions of the e-aluator-
evaluatee relationships in terms of job
titles (Who evaluates whom for what?)
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c. General provisions and procedures to
be followed in the personnel evaluation
process which will he applicable to all
certificated positions

f. Procedures to he followed by a certifi-
cated employee in requesting a review
by others of: ( ) the initial plans for
their evaluations: and/or (2) their evalu-
ation reports
All important tasks to he accomplished
and deadlines to he met in the evalua-
tion of individual personnel, including
the time schedules for evaluating all
certificated personnel with permanent
and probationary status

7. Review the local guidelines with the dis-
trict's legal adviser, and modify the guide-
lines as necessary.

8. Present local guidelines to the school dis-
trict governing board for adoption.

9. Develop specific evaluation procedures
applicable to each classification of certifi-
cated personnel (in consultation with repre-
sentatives from these respective employee
classifications). The procedures should
include the following:
a. Operational details to implement the

general guidelines (of item number
in the preceding column)

b. The procedures to be followed by the
evaluator in:
(I) Taking into consideration the needs

of pupils, the current policies of the
district, the availability of approved
instructional facilities and mate-
rials, the community environment.
and the evalu a.ee's experience and
background

(2) Establishing with the evaltiatee the
specific plan for his evaluation pro-
gram. These should include specific

g.



Keformance standards and concom-
itant assessment criteria in terms of
pupil progres.N, other duties. and
pupil and environmental control that
is applicable to the assignment of
the employee

(3) Monitoring regularly the perform-
ance of the employee

(4) Counseling with the employee
during the evaluation period, utiliz-
ing various communication tech-
niques with the employee concern-
ing his/her performance during the
evaluation period

(5) Reporting the evaluation findings in
consultation and in writing to the
employee and others, as may be
required, so as to: (a) commend
outstanding performance, as may
be advisable; (b) assist a satisfactory
employee to improve, as may be
necessary; (c) identify deficiencies
and provide assistance to an em-
ployee who is performing in an
unsatisfactory manner; and (d) no-
tify an employee whose perform-
ance remains unsatisfactory for his/
her pending reassignment or dis-
missal in order to meet all legal
requirements

c. Any forms or reporting materials which
may be needed to facilitate and docu-
ment the evaluation process

10

10. Review the specific evaluation procedures
with the district's legal adviser, and modify
the procedures as necessary.

I I. Present the specific evaluation procedures
for classifications of certificated personnel
to the school district governing board for
approval.

12. Inform all certificated personnel of the
district's uniform guidelines and of the
specific evaluation procedures which will
be applicable to their respective positions.
If practical, employees should he provided
copies of the local guidelines and pro-
cedures.

13. Conduct inservice training programs for
those who will be responsible for the
evaluation of certificated personnel to pre-
pare them for the program.

14. Conduct inservice training programs for
those who will he evaluated to promote
their understanding of their roles and
responsibilities in the evaluation process.

15. If time constraints permit, have evaluators
for each classification of personnel field
test the evaluation guidelines, procedures,
and instruments by working with a sample
of his/her evaluatees to prepare evaluation
plans.

16. Opportunity should be provided for partici-
pants in the program to submit suggestions
on a continuous basis so that the evaluation
system may be constantly refined and
improved as it is implemented and main-
tained.



APPENDIX D

District Costs in Implementing
the Requirements of AB 293

There is considerable concern that the re-
quirements of Assembly Bill 293 will have a
significant financial impact on school districts. The
legislation envisions a new, more comprehensive
and personalized system of evaluation for certifi-
cated personnel, which will probably differ mark-
edly from ruffent practices. Consequently, it will
require (I) a developmental effort, utilizing broad
employee involvement concerning the general dis-
trict guidelines and the specific evaluation proce-
dures for the various employee classifications; and
(2) new operational accommodations to implement
and maintain effectively the evaluation system so
that it wilt make positive contributions for the
continuous improvement of educational programs
provided pupils. Thus, it may entail new or
unanticipated costs on both an immediate and a
long-term basis.

If this legislation should involve substantial
new costs to school districts, the California State
Board of Education wants to be able to provide the
Legislature with this information in order to

11

promote the concept that future legislation should
consider and provide for the financial implications
that Ambly Bill 293 and other legislative enact-
ments may entail.

For this reason, then, it is requested that each
district maintain, as best it can, an accounting of
the personnel man-hours and other costs involved
in developing, implementing, and maintaining the
uniform certificated personnel evaluation system
required by Education Code sections 13485
through 13489. The accounting of man-hours
should include developmental time at the district
level, which may involve teams of certificated
personnel, as well as central office administrative
time; and the accounting should include time spent
at the individual building level by all classes of
certificated personnel in conferring about evalua-
tion processes and developing specific performance
standards. The State Board of Education, through
the State Department of Education, will request
this information at the end of the 1971-72 school
year, which it will present to the Legislature.

71.7K 878 300 I2M
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Table 18-2. Relationship between r, r2, and 1 - r2.

Value
of r
(Q)

r2: percent of
explained
variance

1 - r2: percent of
unexplained
variance

Strength of
the linear
relationship

.0 ,00 1.00 None

.1 .01 .99

.2 .04 .96 Very weak

.3 .09 .91

.4 .16 .84 Weak

.5

.6
.25

,
A.I...,..

.75

.64
Moderate

.7 ..49 .51 Strong

.8 .64 .36
.9 .81 .19 Very strong

1.0 1.00 .00 Perfect

Source: Marascuilo, Leonard A. Statistical Methods for Behavioral
Science Research. 1971, McGraw-Hill Inc., San Francisco,
Cu. p. 433.



Introduction
measure of association for four-fold (2 X 2) tables
proposed at the turn of the century by Yule

12), who chose the letter Q to honor Quetelet.
re recently, Goodman and Kruskal (1954) pro-
d a useful interpretation and showed that Q is a
ial case of their measure of association, Gamma.

onsider a four-fold table, with cell frequencies
, c, and d.

a .

difference in cross
(a X d) (b X c) products
(a X d) + (b X c) sum of cross

products

110 1 10 si

40 I 40
(110 X 40) (10 X 40)
(110 X 40) %+ (10 X 40) = '833

example:

mong the properties of Q are these:

It equals .00 when the attributes are inde-
dent.

It has a maximum of 1.00, which occurs when
data show the maximum possible departure from
pendence, given the four marginal frequencies.

When Q = = 1.00, there is a frequency of zero
ither or both of the cells of one diagonal.

Q is symmetrical, Q = Q
AB BA.

Q is a measure of association, not a test of signi-
ce. Confidence limits for Q can be found, using
man's procedures for estimating confidence limits
cross-product ratio (b) (1964, pp. 86-102).

e relationship between Q and b is as follows:
2.00= 1.00

.1.00 + b

The value of Q is unaffected when frequencies
row and 'or column are multiplied or divided by
stant.

A four-fold table may be expressed in terms of two
sets of percentages as well as frequencies. Thus:

B B
A 110 10 120
A 40 40 80

150 50 200
Or

B
A 92 I 8 100%
A 50 50 100%

Or
B E

A 73 20

A 27 80
100% 100%

It can be shown (from property 6 above) that Q's
calculated from the raw frequencies or the two per-
centaged tables will be identical, save for errors of
rounding. Thus, it is possible to produce tables giving
the absolute value of Q for any two percentages.

To find Q:
1. Use the first per cent (upper left cell) to locate

the appropriate page spread in the tables.
2. Find- the column in the page spread that cor-

responds to the first percentage.
3. Read down that column until you come to the

row corresponding to the second per cent.
4. The entry is the value of Q.
Because Q is rounded to two places and because

entries are in terms of even percentages, the results
will differ from those in calculating from raw fre-
quencies, but seldom by more than 1 in the second
place.

The plausibility of the result can be checked by
this rule: If one or both of the tv,:- percentages is
50, Q is equal to exactly twice the pe:centage differ-
ence. If both are greater or both less than 50 per
cent, Q will be larger than twice the difference.
References
Goodman, L. A. Simultaneous confidence limits for

cross-product ratios in contingency tables.
J. Roy. statist. Soc., series B (methodolog-
ical), 1964, 26 (1), 86-102.

Goodman, L. A., & Kruskal, W. Measures of associa-
tion for cross classifications. J. Am. statist.
Ass., 1954, 49, 732-764.

Yule, G. U. On methods of measuring association
between two attributes. J. Roy. static. Soc.,
1912, 75, 579-642.
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CALIFORNIA LEGISLATURE,I973-74 REGULAR SESSION

ASSEMBLY BILL No. 302

Introduced by Assemblymen Berman and Waxman

February 8, 1973

REFERRED TO CONINIITTEE ON EDUCATION

An act to amend Sections 13403, 13403, 13409, and 13413 of the
Education Code, relating to school certificated employees.

LEGISLATIVE COUNSEL'S DIGEST

AB 302, as introduced, Berman (Ed.). School certificated
employees: dismissal.

Deletes various specified grounds for dismissal of a schoOl
certificated employee.

Requires school governing board to consider various speci-
fied factors in certain dismissal proceedings to determine that
the employee's conduct would affect his future classroom per-
formance and impair his ability to teach.

Makes related technical changes.
Vote: majority. Appropriation: no. Fiscal committee: no.

State-mandated local program: no.

The people of the StateOf California do enact as follows:

1 SECTION 1. Section 13403 of the Education Code is
2 amended to read:
3 13403. No permanent employee shall be dismissed
4 except for one or more of the following causes:
5 (a) Immoral or unprofessional conduct.
6 -(43)- Creflitlii5-5iett aiding, c adveeating the eentifticciett
7 of acts of erintinti. l prohihitetl by, Chaptcp

2 302 20 15



AB 302 2
1 488; 8+okt-tee of 1919, er ift any wile:tame:4 thereof:
2 4e} (b) Dishonesty.
3 44} (c) Incompetency.
4 ie} (d) Evid.:.,nt unfitness for service.
5 (4 (c) Physical or mental condition unfitting him to
6 instruct or associate with children.
7 itt} (f Persistent violation of or refusal to obey the
8 school laws of the state or reasonable reaulations.
9 prescribed for the government of the public schools by

10 the State Board of Education or by the governing board
11 of the school district employing him:
12 44} (g) Conviction of a felony or of any crime
13 involving moral turpitude.
14 * Viet left ef Seet.iett 99 24. of this cede er eerideet
15 specified See tiett 10.19 of the Ge,,,ernment Codc, atleleel
16 by Ghapter 1448 of the Statutes ef 49-7-7
17 -cry -4 'mien of any previsieft Seetieus 443952 to
18 -19:958; ifteltniVC, ef this codc.
19 440- Knowing membership by the employee it the
20 sefftlii isz Party7
21 No certificated employee shall be terminated for
22 immoral conduct, unprofessional conduct, conduct
Z3 involving moral turpitude, or evident unfitness for
211 service unless such conduct or acts indicate that the
25 employee's future classroom performance has been
26 affected by the conduct and impair the employee's ability
27 to teach. In making this determination, the governing
28 board shall consider such factors as the likelihood that the
29 conduct may have adversely affected students or fellow
30 teachers, the degree of such adversity anticipated, the
31 proximity or remoteness in time of the conduct, the type
32 of teaching certificate held by, the party involved, the
33 extenuating or aggravating circumstances, if any,
34 surrounding the conduct, the praiseworthiness or
35 blameworthiness of the motives resulting in the conduct,
36 the likelihood of the reoccurrence of the questioned
37 conduct, and the extent to which disciplinary action may
38 inflict an adverse impact or chilling effect upon the
39 constitutional ri;g-lits of the teacher involved or other
40 teachers.
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1 SEC. 2. Section 13408 of the Education Code is
2 amended to read:
3 13408. Upon the filing of written charges, duly signed
4 and verified by the person filing them with the governing
5 board of a school district, or upon a written statement of
6 charges formulated by the governing board, charging a
7 permanent employee of the 'district with immoral
8 conduct, conviction of a felony or of any crime involving
9 moral turpitude, with incompetency due to mental

10 disability, or with willful refusal to perform regular
11 assignments without reasonable cause, as prescribed by
12 reasonable rules and regulations of the employing school
13 district, wit.h of Section 9031, with Imowing
14 rnembership by the employee in tho Communist Prat), er
15 with violation ef ftity previsiett trt Seetions -1-2.3 to 4-20687
16 inelusive; the governing board may, if it deems such

. 17 action necessary, immediately suspend the employee
18 from his duties and give notice to him of his suspension,
19 and that 30 days after service of the notice, he will be
20 dismissed, unless he demands a hearing.
21 If the periftefte14 employee is suspended tipen charges
22 of knowing membership by The employee ift the
23 Gemirearti4 Party et For any vielation ef See-Hen 9924;
24 4111.962; 12933, 1E-9_a21712957, er 12038, he intly. within 40 flays
25 after serviee upon him of notice of sueh suspension
26 with the governing beard a Verified denial, in writing; ef
27 the eharges: fri such c,ti cnt the permanent einpleyeo who
28' demands a hearing within the aGiflay. period shall
29 eentinue to be paid his regular salary du ring the period
30 ef suspension end eirtil the entry of the deeisiert of the
31 Getrimissieft err Professional Gempetee-e. e- if fInd during
32 suet t time as he furnishes to the stheel datrielt ft suitable
33 bend; er ether gCCUT-ity fleeCrtabise to the geVefilifkg
34 beard; as a guarantee that the employee will repay to the
35 se-he©l tlis-triet the amettrit of salary se paid to him durinc.
36 the periefl of suspensien in ease the decision ef the
37 GeffifniaiieFt ott Professienal Gempetence is that he shall
38 be dismissed:- If it is decrtitinefl 464 the employee nuty
39 not be dismissed, the sell-eel difAriet shall reit aberse the
40 employee for the east ef the betifIT
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1 SEt. 3. Section 13409 of the Education Code is
2 amended to read:
3 13409. Whenever any certificated employee of a
4 school district is charged with the commission of any sex
5 offense as defined in Section 12912 by complaint,
6 information or indictment filed in a court of competent
7 jurisdiction, the governing board of the school district
8 shall immediately place the employee upon compulsory
9 leave of absence for a period of time extending for not

10 more than 10 days after the date of the entry of the
11 judgment in the proceedings. The governing board of the
12 school district may extend the compulsory leave of
13 absence of the employee beyond such period by giving
.14 notice to the employee within 10 days after the entry of
15 a judgment of conviction in the proceedings that the
16 employee will be dismissed at the expiration of 30 days
17 from the date of service of the notice, unless the
18 employee demands a'hearing as provided in this article.
19 Any employee placed upon compulsory leave of
20 absence pursuant to this section shall continue to be paid
21 his regular salary during the period of his compulsory
22 leave of absence if and during such time as he furnishes
23 to the school district a suitable bond, or other security
24 acceptable to the governing board, as a guarantee that
25 the employee will repay to the school district the amount
26 of salary so paid to him during the period of the
27 compulsory leave of absence in case the employee is
28 convicted of such charges, or fails or refuses to return to
29 service following an acquittal of the offense or dismissal
30 of the charges. If the employee is acquitted of the offense,
31 or the charges against him are dismissed, the school
32 district shall reimburse 'the employee for the cost of the
33 bond upon his return to sei vice in the school district.
34 If the employee does not elect to furnish bond, or other
35 security acceptable to the governing board of the district,
36 and if the employee is acquitted of the offense, or the
37 charges against him are dismissed, the school district shall
38 pay to the employee his full compensation for the period
39 of the compulsory leave of absence upon his return to
40 service in the school district.
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1 Whenever any certificated employee of a school
2 district is charged with the commission of any narcotics
3 offense as defined in Section 12912.5, or a violation of
4 subdivision 1 of Section 261 of the Penal Code, Sections
5. 11530 to 11532, inclusive, 11540, or 11910 to 11915,
6 inclusive, insofar as such sections relate to subdivision (c)
7 of Section 11901, of the Health and Safety Code, by
8 complaint, information, or indictment filed in a court of
9 competent jurisdiction, the governing board of the school

10 district may immediately place the employee upon
11 compulsory leave in accordance with the procedure in
12 this section.
13 SEC. 4. Section 13413 of the Education Code, as
14 amended by Chapter 1013 of the .Statutes of 1972, is
15 amended to read:
16 13413. In the event a hearing is requested by the
17 employee, the hearing shall be commenced within 60
18 days from the date of the employee's demand for a
19 hearing. The hearing st All be conducted and a decision
20 made in accordance wiz:_ Chapter 5 (commencing with
21 Section 11500) of Part 1 of Division 3 of Title 2 of the
22 Government Code, and the Commission on Professional
23 Competence shall have all the power granted to an
24 agency therein, except that the right of discovery of the
25 parties shall not be limited to those matters set forth in
26 Section 11507.6 of the Government Code but shall
27 include the rights and duties of any party in a civil action
28 brought in a superior court. In all cases, discovery shall be
29 completed prior to one week before the date set for
30 hearing.
31 No witness shall be permitted to testify at the hearing
32 except upon oath or affirmation. No testimony shall be
33 given or evidence introduced relating to matters which
34 occurred more than four years prior to the date of the
35 filing of the notice. Evidence of records regularly kept by
36 the governing board concerning the employee may be
37 introduced, but no decision relating to the dismissal or
38 suspension of any employee shall be made based on
39 charges or evidence of any nature relating to matters
40 occurring more than four years prior to the filing of the
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1 notice.
2 In those causes specified in subdivisions {I+ -4)7 44+
3 .0)-5{43-; Patel 44} (e) and (g) of Section 13403, the hearing
4 shall be conducted by a hearing officer whose' decision
5 shall be binding on the board. In the event the employee
6 is charged wit'it'any of the causes specified in subdivisions
7 (a), (b), (c), (d), -(e); and -ft), (f) of Section 13403, the
8 hearing' shall be conducted by a Commission on
9 Professional Competence. One member of the panel

10 shall be selected by the employee, one member shall be
11 selected by the governing board, and one member shall
12 be a hearing officer of the State Office of Administrative
13 Procedure who shall be chairman and a voting member
14 of the competency panel and shall be responsible for
15 assuring that the legal rights of the employee are
16 protected at the hearing. If either the governing board or
17 the employee for any reason fails to select a commission
18 member at least seven days prior to the date of the
19 hearing, such failure shall constitute a waiver of the right
20 to selection, and the county board of education or its
21 specific designee shall immediately make the selection.

a, 22 When the county board of education is alSo the governing
23 board of the school district, the selection shall be made by
24 the Superintendent of Public Instruction, who shall be
25 reimbursed by the school district for all costs incident to
26 the selection.
27 The member selected by the governing board and the
28 member selected by the employee shall have at least five
29 years' experience in the specific educational function of
30 the accused as set forth in Section 13055.
31 In those instances where the employee has been
32 charged with any of the causes specified in subdivisions
33 (a), (b), (c), (d), -(-e)-; and (I) of Section 13403, the
34 decision shall be made, by a majority vote, by the
35 Commission on Professional Competence which shall
36 .prepare a written decision containing findings of fact,
37 determinations of issues and a disposition either:
38 (a) That the employee should be dismissed.
39 (b) That the employee should not be dismissed.
40 In those instances where the employee has been
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1. charged with any of the causes specified in subdivisions
2 (a), (b), (c), (d), 40-; and -(-g)- (0 of Section 13403, the
3 decision of the Cummission on Professional Competence
4 shall be deemed to be the final decision of the governing
5 board.
6 The board may adopt from time to time such rules and
7 procedures not inconsistent with provisions of this
8 section, as may be necessary to effectuate this section.
9 The governing board and the employee shall have the

10 right to be represented by counsel.
11 If the governing board orders the dismissal of the
12 employee, the governing board and the employee shall
.13 share equally the expenses of the hearing, including the
14 cost of the hearing officer. The employee and the
15 governing board shall pay their own attorney fees.
16 If the governing board orders that the employee not be
17 dismissed, the governing board shall pay all expenses of
18 the hearing, including the cost of the hearing officer, and
19 reasonable attorney fees incurred by the employee.

0
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AMENDED IN SENATE FEBRUARY 27, 1973

SENATE BILL No. 64

Introduced' by Senator Dymally

pnuary 16, 1973

An act to repeal Section 13487 of; and to add Section 13487
to, the Education Code, relating to public schools.

LEGISLATIVE COUNSELS DIGEST

SB 64, as amended, Dymally. Evaluation of certificated
employees.

Repeals provision requiring governing board of each school
district, except community college districts, to develop and
adopt specific certificated personnel evaluation and assess-
ment guidelines which are required to include specified ele-
ments. Adds provision requiring governing board of each
school district, except community college districts, to adopt ;
it eewititta-tieit with faculty, rules and regulations establishing
specific procedures for evaluation of certificated employees
on an individual basis and , setting forth reasonable but specif-
ic standards for the performance , and requiring such proce-
dures and standards to apply to all certificated employees of
the district.

To become operative on July 1, 1974.
Vote: majority. Appropriation: no. Fiscal committee: no.

State-mandated local program: yes.

The people of the State of California do enact as follows:

1 SECTION 1. Section 13487 of the Education Code is
2 repealed.
3 SEC. 2. Section 13487 is added to the Education Code,
4 to read:
5 13487. The governing board of each district shall ;

264 23 102



SB 64 2
1 eemt+Ittttiert with the faeolty; adopt rules and regulations
2 establishing specific procedures for the evaluation of its
3 certificated employees on an individual basis and setting
4 forth reasonable but specific standards which it expects
5 its certificated employees to meet in the performance of
6 their duties. The procedures and standards shall apply to
7 all certificated employees of the district.
8 SEC. 3. This act shall become operative on July 1,
9 1974.

0
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SENATE BILL No. 64

Introduced by Senator Dymally

January 16, 1973 .

An act to repeal Section 13487 of, and to add Section 13487
to, the Education Code, relating to public schools.

LEC1SLATIVE COUNSEL'S DIGEST

SB 64, as introduced, Dymally. Evaluation of certificated
employees.

Repeals provision requiring governing board of each school
district, except community college districts, to develop and
adopt specific certificated personnel evaluation and assess-
ment guidelines which are required to include specified ele-
ments. Adds provision requiring governing board of each
school district, except community college districts, to adopt,
in consultation with faculty, rules and regulations establishing
specific procedures for evaluation of certificated employees
on an individual basis and setting forth reasonable but specific
standards for the performance and requiring such procedures
and standards to apply to all certificated employees of the
district.

To become operative on July 1, 1974.
Vote: majority. Appropriation: no. Fiscal committee: no.

The people of the State of California do enact as follows:

1 SECTION 1. Section 13487 of the Education Code is
2 repealed.
3 12481 The governing beard of eaeh wheel district
4 shall develop and etlet4 speeifie evaltiat-ieft
5 assessment gnitlelines whieh shall i:cluele bet 64.-}141 fret
6 neeessariiy be limited in coHtcnt to the following
7 element*
8 -(4 The establishment of S-tfttidaftle of expected
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1 steder4 progress in eseh area ef study and ef teehnitftes
2 for the assessment ef t ftot progress:.
3 ih* Assessment of eertifieated personnel eempetenee
4 es it relates to the established standards:
5 ..(e* Or95199111e114 of ether &ties miming./ retiftir.ed te be
6 perfoi.m.e.d _.:r.. rated empletees as an adjunct to
7 their regular ftseKinitten4e:
8 ef atrti teek140:11:1P. 9.
9 far eseerteitt-Mt ee-rtif:::r.ted etriployc:.) ii

10 i9Etaitt64ning proper eeti-trel and is tareseryitifs, a seite134e
11 learning eweirertfitetit.:
12 SEC. 2. Section 13487 is added to the Education Code,
13 to read:
14 13487. The governing board of each district shall, in
15 consultation with the faculty, adopt rules and regulations
16 establishing specific procedures for the evaluation of its
17 certificated employees on an individual basis and setting
18 forth reasonable but specific standards which it expects
19 its certificated employees to meet in the performance of
20 their duties. The procedures and standards shall apply to
21 all certificated employees of the district.
22 SEC. 3. This act shall become operative on July 1,
23 1974.
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